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ABSTRACT 
 
The study was looking at achieving more cost-effective implementation of the Eastern 
Cape Thicket Rehabilitation Project. Project management has been identified as a key for 
a proper implementation of any kind of work. For project management to be effective, 
individual learning and development of project managers is of paramount importance. An 
improved communication process is vital, that clearly specifies objectives if any success 
will be achieved.  
 
A proper and structural way of addressing change is a need, so that no unnecessary delays 
are experienced. A need is there for processes to be streamlined to avoid duplications as 
they are unnecessary costs. Employees need to be given an opportunity to have their 
ideas looked at, a way of testing if they really have been empowered. The important thing 
is that their views must speak to the standards of the project. Reductions in costs are a 
must for more communities to benefit in the project. Continuous improvement is the way 
forward.    
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CHAPTER ONE 
INTRODUCTION AND STUDY ORIENTATION 
1.1 Introduction 
This chapter introduces the study, the problem statement of why the study needs to be 
done and the consequences of not doing the study, dependent and independent variables 
of the study are given. 
1.2 Background of the study 
South Africa has been making efforts to come up with strategies to address change. The 
growing rate of poverty and inequality has been one of the greatest challenges of the new 
Democratic government. People resort to crime for living because of the high rate of 
unemployment. This leads to the government facing a huge challenge to deliver services 
to the needy which has been shown by increasing number of community protests 
demanding service delivery. One can not underestimate the amount of backlogs that 
resulted from the apartheid era, but that becomes not a real valid excuse for the current 
leadership to fail those that put them in power. The major challenge for the government 
though is to render services to the poor, something that is long overdue. 
To address the above, opportunities have been created for a large scale restoration project 
due to the materialization of the international carbon market. The project therefore is 
investing in the research and development of large scale projects focusing on carbon 
sequestration and the generation of carbon credits which would provide a financial return 
on the project. This is a labour intensive project called Thicket Rehabilitation Project, 
implemented at the Grahamstown, Addo and Baviaanskloof nature reserves with the aim 
of reviving the rural economy in the Eastern Cape.  
The project is about restoring thousands of hectares of spekboom degraded areas due to 
the decades of intensive livestock farming that have caused extensive degradation of 
large areas of sub-tropical thicket vegetation, resulting in loss of natural capital, impaired 
ecosystem services and diminishing capabilities to sustain rural livelihoods. It has 
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important environmental benefits and it makes a noteworthy contribution to the welfare 
of its laborers and their families who are normally from very poor rural communities.  
It also contributes a notable proportion of the cash income of those communities and has 
the potential to provide members of the communities with opportunities for investment. It 
works on a continuous tender basis where a hired contractor would go and employ people 
(normally about 11 per team) in his/her community. As the project works on a continuous 
contractor system, high tenders are issued for the implementation of the project which 
affects the whole program that, with the success of this study could easily be re-visited.   
1.3 Problem statement 
In implementing the Thicket Restoration Project, the high implementation costs have 
been an area of concern for a long time, because they do not always equate to the number 
of beneficiaries and the production on the ground. The funding body, the Department of 
Environmental Affairs, always complains about the high costs of implementing. The only 
reason for the high costs has been that because of the scientific background of the project 
and the continuous need for scientific research such costs are justified.  
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Table 1.1: Statistics of the project from the year 2008 to year 2010. 
 
Year 
No of 
beneficiaries 
 
Person days 
No of hectares Cost per 
person day 
2007/2008 177 11 305 125.8 122.77 
2008/2009 183 16 936 191.6 201.93 
2009/2010 187 19 107 425 211.36 
. 
The table shows that on year 2007/2008, 177 people participated in the project, giving the 
project a total of 11305 person days, with 125.8 hectares at a cost per person day of 
R122.77. In year 2008/2009, 183 people participated in the project, giving the project a 
total of 16 936 person days, with 191.6 hectares at a cost per person day of R201.93. In 
year 2009/2010, 187 people participated in the project, giving the project a total of 19 
107 person days, with 425 hectares at a cost per person day of R211.36. 
   
The project, amid other things, is measured on the cost per person per 
 day. The higher the cost per person day the more expensive it is to implement the project. 
This situation disadvantages other communities that would benefit from the project had 
the costs been lesser. The contributions to increasing costs could be inflation, additional 
ties in the whole project, employees camping out, innovations in the project like the 
mechanization of teams and other things but a poverty alleviation programme needs to 
pay more attention to the costs of implementing it for more people to benefit.  
 
As figure 1 show, in year 2008/2009 only six more people benefited with only a 
difference of 65.8 more hectares planted. Though the person days increased with a 
notable margin, the cost per person day rocketed to 201.93. The same happened in 
2009/2010 where only about 2000 more person days only four more people benefited but 
the cost per person day continued to increase. 
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1.4 Research objectives 
1.4.1 Primary objective 
The primary objective of the study is achieving more cost-effective implementation of an 
Eastern Cape Thicket Rehabilitation Project. To achieve this, project management has 
been identified as the key to the success of any implementation of work. Literature has 
shown that to create business value, the market is turning to project management to move 
beyond positions of competitive disadvantage. Because of this, project management 
strategies will be investigated. 
1.4.2 Secondary objectives 
The project has got a few things to address, the most being to keep the customer happy. 
The customer in this regard is the department of Environmental Affairs. To keep them 
happy, they need to see a return in their investment. To do that, how the project will be 
implemented becomes a key. One of their key objectives is to see the project contributing 
in the alleviation of poverty. The project then needs to show beyond doubt that there will 
be less money that will be spent on doing follow ups (the project is planned such that 
after a year the follow up will be done to reduce mortality), innovative strategies will be 
followed, besides alleviation of poverty it will also contribute to skills development.  
Literature has shown gaps in continuous improvement and effective communication.  It 
has shown that more research needs to be done in order to perfectly address these 
variables.  Literature has also shown that most organizations are starting to use teams as 
their building blocks to successfully achieve their goals. The project is designed to also, 
amongst the other things, empower people. It is therefore imperative to investigate if it 
achieves that objective. Innovative ideas are also a key in the project if it is to lower its 
costs of implementing but implementing them can be a challenge as people quickly 
become comfortable with the normal way of doing things. 
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In order to address project management, the following variables will be investigated. 
 Continuous improvement (COI) 
 Cost benefit analysis (CBA) 
 Core teams (COT) 
 Empowerment (EMP) 
 Resistance to change (RTC) 
 Processes (PRO) 
 Effective communication (COM) 
1.5 Delimitation of the research 
1.5.1 The organization 
The study will be conducted in the implementing agent, Gamtoos Irrigation Board, 
situated in Patensie. This is one of the many projects the company implements, most of 
those in the eradication of alien invasive plants. 
1.5.2 Geographic delimitations 
The research will concentrate only on the Thicket Rehabilitation Project implemented in 
Addo, Bavianskloof and Fish nature reserves. 
1.6 Key assumption 
It is assumed that for the benefits of implementing the Thicket Rehabilitation Project to 
outweigh the costs, any waste in the management process should be eliminated. If the 
waste is reduced to the minimum, more and more communities will benefit with not just 
poverty alleviation that will benefit but also more land restored and more skills developed. 
1.7 Literary Review 
1.7.1 Definition of Project 
Odedairo, Oke and Oyalowo (2011) say that a project is a massive process, which 
consists of a set of harmonized and controlled activities with start and finish times, 
  
 
 
20 
undertaken to achieve an aim conforming to specific requirements including constraints 
of time, cost and resources. As different as projects may be, they all share attributes like 
objective, uniqueness, complexity, temporary nature and uncertainty.  
Oni (2008) says it is an endeavor in which human, material and financial resources are 
organized in a novel way, to understand a unique scope of work, of given specification, 
within constraints of cost and time, so as to achieve a beneficial change defined by 
quantitative and qualitative objectives. In today’s intense industry environments and 
competitive marketplace, for any project to be deemed successful at all, meeting safety, 
scope, quality, time and budget expectations, besides other stakeholder needs, is an 
absolute must. 
Nwachukwu (2010:85) has argued that a project comprises of a distinct wrap up of 
venture or attempt, policy measures and institutional and other activities designed to 
achieve a specific objective or set of objectives within a designated period and involving 
the commitment of resources. It simply means a series of related activities with a goal, a 
beginning and an end. It is a form of investment or development which entails the 
injection of scarce resources, and other materials including land with the aim of realizing 
its latent potentials in form of yield, or for satisfying other social or economic benefits. 
Cost is the most important factor which is responsible for the project triumph or stoppage, 
while the other factors are schedule and performance. The majority of projects end 
without achieving their goals because they are usually over-budgeted or too much 
enthusiastic. This ultimately leads the stakeholders to perceive that they are throwing 
good money after bad (Kamal and Abbas, 2011:673).   
Most organizational projects have many involved stakeholders but someone must, in all 
projects, take the primary role of funding. As far as Kloppenborg, Tesch, Manolis and 
Heitkamp (2006) is concerned, the one who possesses the project and is considered 
responsible for ensuring its success, is typically the one who proposes a project and 
whose business unit will reap the benefits of a successfully completed project. 
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That person must have appropriate seniority and power in the organization, political 
knowledge and savvy, ability/willingness to make project/organizational connections, 
courage/ willingness to go to battle with others on behalf of the project, ability to 
motivate the team and provide ad hoc support to the team, willingness to partner with the 
project team and project manager, excellent communication skills, be personally 
compatible with other key players and have the ability/willingness to challenge the 
project and provide objectivity (Kloppenborg, Tesch, Manolis and Heitkamp, 2006).  
Oni (2008) says it follows a process from initiation, definition, execution and then 
handover. Each of these needs to have clearly defined deliverables. A pre execution 
planning should be done by the project controls team to set the pace for effective scope, 
quality, schedule and budget estimate, time and cost control, risk, reporting and human 
resources management during the execution phase. 
A project has a life cycle that comprises of four phases: 
 Phase one. Identify a need: this is the stage where the recognition of the problem, 
the need, and opportunity that needs to be solved is addressed. 
 Phase two. Development of a proposed solution: this is the stage where a 
proposal by the customer or stakeholder is submitted to whoever the customer is 
that is willing to pay to implement the proposal. 
 Phase three: Performing of the project: this is where the proposed solution gets 
implemented. 
 Phase four: Termination of the project: this is the stage where the customer is 
happy with all deliverables and after payments are made the project gets closed 
out (Clements and Gido, 2009). 
It is an attempt that gets carefully planned to achieve a particular aim. It is a series of 
actions which entails combining different resources with the aim of making one customer 
satisfying product.  For any project to exist there must be a detailed proposal and an end 
goal to achieve. The proposal must be researched to be able to meet the needs of the 
customer/market. 
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1.8 Methodology  
Elliot (2005) believes that methodology refers to the decisions made by the researchers 
about sampling, data collection and analysis. Methodology, chosen paradigm, sample, 
measuring instrument, data collection and data analysis will be explained in the research 
methodology chapter, which is chapter three.  
1.9 Terminology description 
Terminology is the study of conditions and how to apply them. 
1.9.1 Project Management 
This is an act of planning, organizing, securing, managing, leading and the controlling of 
resources to attain a specific objective. The main aim of project management is to 
achieve set goals. 
1.9.2 Continuous improvement 
This is an on-going effort to get better products, services, or processes. These efforts can 
look for incremental improvement over time or breakthrough improvement all at once. 
Delivery processes are continually assessed and improved in the light of their efficiency, 
effectiveness and flexibility.  
1.9.3 Cost-benefit analysis 
This is an economic decision-making approach, used particularly in government and 
business. Cost Benefit Analysis is used in the evaluation of whether a proposed plan, 
programme or policy is worth doing, or to choose between several alternative ones. It 
involves comparing the total expected costs of each option against the total expected 
benefits, to see whether the benefits outweigh the costs, and by how much.  
1.9.4 Core teams 
These are the combinations of individuals who, besides being tasked, but also have the 
same objectives to accomplish with shared ideas. They are the key in any organization as 
they normally are the actual implementers of decisions, so of great importance is their 
involvement in taking decisions. 
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1.9.5 Empowerment 
This refers to increasing the spiritual, political, social, or economic strength of 
individuals and communities. It often helps the empowered develop confidence in their 
capacities. 
1.9.6 Resistance to change 
This is the inability of workers to accept organizational change. In most cases 
organizational change is caused by changes in the market needs. Top management is the 
key in making sure workers do buy into change.  
1.9.7 Processes 
Processes can be described by their starting and ending points and by the kinds of 
changes that take place in between. A process can be continuous, which is the normal 
kind of physical process, where incremental changes take place continuously. 
1.9.8 Effective communication 
Effective communication means that communication is focused on the recipient who 
receives some information; therefore the communication process must involve enough 
space for feedback. 
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1.10 Ethical issues 
Research ethics refers to how the research topic has been formulated and clarified, how 
research has been designed and how the access has been gained, how data has been 
collected, analysed and how findings have been written up in a collected and responsible 
way. This suggests the importance of the study being sound as far as methodology is 
concerned and morally defensible to all those involved (Saunders, Lewis and Thornhill, 
2007:178). 
Dane (2011:47) came up with five principles that form the basis of research ethics. 
 Respect for persons: the need to direct one by exercising independent processing 
of information. 
 Beneficence: an ethical obligation to generate new knowledge in a manner that 
promotes public good. 
 Justice: the need to ensure that risks and benefits associated with research are 
distributed equally throughout the population. 
 Trust: the need for the scientific community to trust that the research was done in 
a way that is described. 
 Scientific integrity: the need for having respect for the scientific itself and acting 
accordingly. 
The author guarantees the confidentiality of the respondents. 
1.11 Outline of the research 
Chapter 1: Scope of the study, introduction, problem statement, research objectives and 
hypothesis. 
Chapter 2: Literary review on the dependent and the independent variables. 
Chapter 3: Methodology of the study. 
Chapter 4: Results: Presentation and discussion. 
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Chapter 5: Summary, conclusions and recommendations. 
1.12 Summary 
The chapter lays a picture of what the study will contain and the importance of doing the 
study. The organization and the geographical area of the study are mentioned in the 
delimitation of the study. Certain key terms that provide an insight into the study are also 
looked at.  
Chapter two will look in the literary review with the primary and the secondary research 
objectives of the research looked at. 
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CHAPTER 2 
2.1 Introduction 
This chapter looks at the natural history of project implementation by examining 
literature on the topic. On the different approaches of implementation, the key ones will 
be highlighted. A brief discussion of projects is the beginning of the chapter followed by 
a proper look at what the literature says about the factors that contribute to project 
implementation. 
2.2 Literature review  
2.2.1 Projects 
Over the past fifty years project control systems have evolved and advanced into state of 
the art systems. No matter how good a system is, it will fail, unless effectively 
implemented. The prime function of the system is to help get the job done on schedule 
and within budget. Unless this prime is performed to an acceptable and measurable 
degree of satisfaction, true implementation of the system has not taken place (Mehta, 
2008:34). 
  
By itself, the system cannot guarantee the successful completion of the project. In final 
analysis, it is the people, and the interaction of these people, who, with the aid of a 
project control system, get the job done on schedule and within budget. The emphasis is 
on the human element involved in implementing a project control system rather than on 
the system itself (Mehta, 2008:34). 
 
Mehta (2008) says some of the elements which can and do make a difference in the 
successes or failures of a project management system are: 
Support of higher management: the need for higher management to be directly involved 
in implementing a control system so that all individuals realize that the system is a 
management requirement. Another advantage of management’s direct involvement is that 
if several systems within the project are attempting to exercise control on a project, 
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management will have a direct feedback and take steps necessary for consolidating any 
duplicate efforts. 
The human element: the attempt in any project control environment is basically contrary 
to the very essence of human nature. Human beings, having an instinctive sense of 
freedom, really do not wish to be monitored or controlled, whereas, the entire concept of 
project control is to just that. This natural human instinct for freedom then resists any 
effort directed toward the evaluation and measurement of performance.  
Overall implementation strategy and approach: given huge technological advancements 
in development of the enterprise-wide web-based project control systems in recent years, 
many organizations have undertaken new initiatives to upgrade their existing systems or 
migrate to new ones. Successful adoption requires a certain forcefulness or passion in the 
organization because change is difficult. It also requires a careful thought out 
implementation strategy to overcome many organizational barriers and to manage 
transition more effectively. 
Effectiveness of project control engineer: once the system is a roll out, the role of the 
project control engineer takes a paramount importance in ensuring that the system is 
properly maintained and effectively implemented on a day to day level. 
 
Mehta (2008) also believes that to make best use of accomplishment as a project 
controller, there is a need to follow the 80-20 rule. It says that on a given project, it is 
twenty per cent of information which normally impel key project performance indicators, 
which is the matter that needs to be focused on first. There is a need to open a daily 
dialogue with the team. Opening daily dialogue with project and task managers, 
discussing issues with them and offering assistance in resolving issues even if that is 
outside ones job responsibilities is a key. It is imperative to do a self-appraisal.  
 
This implies asking oneself about the client’s needs and whether they are fulfilled and 
also whether the clients themselves agree that they are fulfilled. It is a key to act as a 
facilitator. This means being positive in helping to get the information for the project 
team. Another key is in discussing key discrepancies with task managers first. Discussing 
discrepancies with parties involved prior to reporting it to management contributes to less 
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conflicts. It is important to enrol in new technological training.  To increasing the 
understanding of the project also means getting training in new emerging technology. It is 
also vital to construct a big picture for the client.  
2.2.2. Successful Implementation of Projects 
Successful execution of any piece of work depends on understanding what needs to be 
done, when and how. It includes the cost, quality, labour and non-labour requirements. At 
the end of the day it is important that the work owner ultimately gets what he/she wants, 
when he/she wants it, at the cost for which he/she has provided and at the quality he/she 
has defined (Oni, 2008).   
According to Oni (2008), successful projects are about the right people working together 
and nurturing effective relationships with a view to delivering on stakeholder 
expectations. This explains why people will be an essential component of any project. 
They drive the project from start to finish. It is important for any project to establish key 
resources well ahead of the execution commencement date and across various disciples as 
may be dictated by project requirements. The resources identified as key will depend on 
the needs of the project, approved project organization and the implementation strategy.  
Successful project implementation needs proper and effective project control systems to 
be put in place. These effective project control systems consists of the use of a right team, 
an implementation plan, time and cost estimating and control, risk management, 
document and scope control, progress measurement, and status reporting, using 
appropriate tools and procedures (Oni, 2008).  
Atkinson (2005) says successful projects need the creation of upper and lower level 
consistency which includes senior management’s direction and support which should be 
driven down to the project manager and further down to all lower than the project 
manager, the identification of stakeholders for the project to drive cross-functional team 
impact, identification of the right individuals to give the greatest impact, making sure that 
the project plan is tied to overall business objectives, creation of project process to 
identify risk and include timelines and contingencies, assigning of duties on the team to 
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the individuals based on the expertise and interest, identification of useful project 
management tools to keep the project on track. 
1. The change to 2. Strategic  4. Develop a  10. Develop 
project-based emphasis for core team project 
organization projects process management 
 in the organization  
 3. Understand 9. Develop 6. Develop  
5. Organize upper management    a project        management 
for project  influence                management    information system 
management                     initiative 
                                                     8. Develop a  7. Design a plan for 
                                              learning organization project manager 
                                                                                        selection & development 
Figure 2.1: The components of an environment for successful projects (Graham and 
Englund, 2004). 
 
The following are the components of an environment for successful projects.  
1. Transform to project-based organizations:  this means changing the behavior of 
upper managers and project managers so as to align them to the needs of this 
organization. 
2. Stress the link between strategy and projects: the need for upper managers to 
work together in developing an emphasis in linking projects to strategy. One of 
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the factors that motivate team members is to show them that the project they work 
on has been identified as a result of strategic plan. 
3. Understand upper supervision control: the need of the top management to be 
aware of the fact that their influence and support influences the success of the 
project. This means the development of a system that includes such factors as 
negotiating the project deadline, supporting the creative system, allowing time 
and supporting project planning, not interfering with the project execution, 
needing no senseless scope changes, and providing a market orientated reward 
system to motivate project work are the keys. 
4. Build up a core team process: this consists of people who represent the various 
departments needed to complete the project. This team needs to be developed in 
the beginning of the project and it gives the project a success advantage if they 
can stay until the end of the project. 
5. Organize for project management: in most cases, projects delay or fail because of 
a lack of organizational design that supports project management. Organizational 
structures that fully support project management need to be the upper 
management responsibility to develop. 
6. Build up a supervision information system: not like previously when 
organizational policies, procedures and authority used to hold things together, a 
project-based organization lacks much of that structural framework; instead the 
project-based organization is kept intact by an information system. 
7. Construct a plan for manager selection and development: a project management 
position has to be seen not as a temporal but a viable one. A planned program for 
the selection and training of a project manager is required. 
8. Widen a learning organization: the key to organizational learning is the post 
project review, which helps the project participants and the rest of the 
organization learn from project experiences. Although it has a priceless value and 
no cost, this process only occurs when the management sets up a formal program 
and requires the reviews. 
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9. Develop a project management initiative: a project group works with upper 
managers and the project managers to increase project management knowledge 
and practice throughout the organization.  
10.  Develop project management in the organization: there is a need for major 
corporations to meet the challenge of developing the project management 
expertise. This is required because the change to project management means 
deeply changing the ingrained habits of organizational behavior (Graham and 
Englund, 2004).  
One of the key items in successful project implementation is Citizenship behaviors, 
which Aronson and Lechler (2009) believe reflects an individual’s willingness to invest 
exceptional effort, above and beyond the prescribed roles, and to voluntarily help fellow 
coworkers achieve group objectives. It includes voluntarily assisting coworkers in 
various ways, taking on additional assignments, keeping a positive attitude and tolerating 
inconveniences at work. It is representative of employee’s extra efforts that contribute to 
productivity, and it is not directly enforceable, meaning, it is not technically required as a 
part of one’s job. Citizenship behaviors are discretionally, not directly or explicitly 
recognized by the reward system, in the aggregate are expected to promote the 
effectiveness of the collective action and to contribute to the competitive advantage 
(Aronson and Lechler, 2009). 
Citizenship behaviors ought to enhance project success by reducing friction between 
functional members who are implementing the project. Courtesy on behalf of project 
partakers can create a positive environment among project participants that can spill over 
to project customers, fostering client satisfaction with the process the project was 
completed (Aronson and Lechler, 2009). 
Aronson and Lechler (2009) says it is plausible that project participants who eagerly help 
each other out, beyond what is required, would not have to turn to their project managers 
for assistance, leaving the project managers free to carry out more important tasks, such 
as obtaining the necessary personnel and securing financial support. Further, in a 
demanding project setting, in which resources and goals are uncertain and customer 
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demands are evolving, the lesser time project participants consume complaining or 
finding fault with project colleagues, the more time they can invest in more productive 
purposes.  
Culture also plays a big role in the successful implementation of projects. Culture in a 
project based environment refers to the social and cognitive environment, the shared view 
of reality and the collective beliefs and value systems reflected in a consistent pattern of 
behaviors among project members (Aronson and Lechler, 2009:445). The environment in 
which project participants find themselves strongly shapes the human interactions. From 
these interactions emerge an implicitly or explicitly agreed-upon set of objectives and 
expected behaviors that are deemed more important, worthy and preferred than others. 
A constructive culture is responsive to change, expects achievement at both individual 
and group levels and values cooperation (Aronson and Lechler, 2009). The constructive 
culture is characterized by members who believe they must take initiative, think in non-
traditional ways, work cooperatively and it reflects a healthy balance of people and task 
related concerns (Aronson and Lechler, 2009:446). 
According to Nah and Delgado (2006) the critical success factors for ERP projects 
include a number of different perspectives such as strong commitment leadership, open 
and honest communication, and a balanced and empowered implementation team as 
necessary antecedents to a successful implementation.  
2.2.2.3 Determinants of successful implementation of projects 
Continuous improvement, cost and time have become indicators for measuring project 
success. An assessment before running the project is important for measuring capability 
to meet these three constraints and a set of action plans can be set up by the management 
in the planning stage as preventive or response based on the assessment result (Saputra 
and Ladamay, 2011:220). 
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It is generally accepted that proper monitoring and documentation provide the basis for 
accountability, transparency and tracking of project planning and implementation 
(Echeme and Nwachukwu, 2010). 
2.2.2.4 Project Controls 
Project controls may be defined as the application of knowledge, skills, tools and 
techniques to project activities, in order to establish appropriate baselines and procedures, 
develop control techniques and facilitate proactive performance management by 
providing consistent, accurate and timely information to the project team and other 
stakeholders. They include project planning including establishing project cost and 
schedule control baselines, measuring project performance, comparing measurements 
against the project plans and taking corrective, mitigating, or improvement action as may 
be determined through forecasting and further planning activity (Oni, 2008). 
A study by Kraus (2007) shows that concerns most often revolve around failure to turn 
projects over on time or to meet critical intermediate milestones, budget overruns, or 
failure to meet objectives relating to functionality resulting in inadequate business 
outcomes. He goes on to say that project controls’ invisible hand has guided modern 
man’s greatest ideas from concept to application. Although project controls does not 
invent or implement projects, it does make such projects possible by holding down costs, 
delivering faster schedules, and anticipating challenges before they become problems. 
Project controls’ continual emphasis on gauging incremental progress empowers the 
project manager to focus limited resources toward achieving objectives. 
2.2.2.5 Earned Value Management 
Earned Value Management (EVM) is based on the concept that a project can be broken 
down into definable and measurable tasks. The progress of these tasks can then be 
measured using earned value, actual cost and planned value. These basic building blocks 
of EVM are used in variance analysis and to determine efficiency indexes, which can be 
applied at the task, project or program level. The EVM system is a useful mechanism for 
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controlling project cost and schedule. Planned value is the authorized work and 
authorized budget, scheduled within the authorized time-frame which in turn forms the 
project baseline (Storms, 2008). 
Planning 
At the center of planning and budgeting is estimating. Estimating is a predictive process, 
which addresses risks and uncertainties and used to quantify, cost and price the resources 
required by the scope of an asset investment option, activity, or project. Budgeting is a 
process used to allocate the estimated cost of resources into cost accounts against which 
cost performance will be measured and assessed (Oni, 2008).  
Procurement 
Procurement encompasses a process of initiating, creating, managing and terminating or 
closing out contracts. It generally covers supply and services contracts and is thus 
concerned with scope of work description, bids solicitation to supply goods or services or 
to construct or maintain infrastructure, contract award to successful bidder, contract 
progress monitoring, contract invoices payment and contract payment (Oni, 2008). 
A procurement plan is different from procurement schedule in that procurement 
scheduling must cover tasks right from the receipt of specifications from engineering up 
to including delivery onsite and handover to operations or installation contractor. 
Procurement plan covers the project identifier relating to the package, package 
description, contract form, contract type, tender method, enquiry method, activity dates, 
successful bidder, contract identifier or purchase order number (Oni, 2008). 
Projects are customer driven, and what is best for the customer should drive all project-
related decisions. Because the constructive trait encourages constructive conflict 
resolution, and concern for other’s needs, such expectations should impact client 
satisfaction with the process the project is completed, in that project members would 
settle disagreements with the customer constructively and be attentive to the client’s 
desires. The constructive trait’s emphasis on creativity in terms of thinking in unique 
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ways, and the value placed on the quality of performance, to increase project know-how 
as well. Because the constructive trait values non-traditional thinking, it should 
encourage project members to identify and raise all project problems and implement all 
workable solutions, which should ensure that the project will meet all technical 
specifications and drive effectiveness (Aronson and Lechler, 2009). 
Implementation of a Project Portfolio Management (PPM) within an organization or for a 
specific portfolio is best done through a fully-fledged project where project management 
principles are applied and monitoring and controls are in place to verify that objectives 
are achieved (Leonard and Swanepoel, 2009).  
To measure project implementation variables like the meeting of targets, implementing 
within the budget, completion of the project on the given time frame, availability of 
resources, meeting of targets and the project milestones, the alignment of costs to benefits 
will be used. 
Though there is no directly structured definition of the project implementation process, it 
can be described in conditions of the attainment of pre specified aspirations with 
restrictions such as clarity, exactness, timelines, comfort ability, flexibility, dependability, 
time and given budget, and the accomplishment of the business case. The implementation 
process introduces those who will be involved in the project, clarifies the goals and the 
planning milestones, clarifies the project cost structure, allocates responsibilities and 
involves the dedication of team members. What the customer or the market needs 
becomes the key at this time and every plan on how to implement speaks to what the 
customer wants. Project implementation is about putting the plan into action. 
Many writers have come up with similar definitions that successful project 
implementation occurs if the project comes on schedule, comes in on budget, achieves all 
the goals originally set for it, is adopted and used by the clients for whom the project is 
intended, which the author agrees with. But the author also believes that every well 
implemented project should be able to make a notable difference in a person’s life and 
thinking. When a project closes out, those that contributed in making it a success, the 
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human labor, should, besides economic benefits, be in better positions to start new things 
for themselves. This goes hand in hand with the government’s plea for people to start 
moving to the culture of actually creating jobs for themselves and for the others, 
something that is more possible through skills development. 
Irrespective of any level of education, a Human Settlement department project of 
building houses for the poor should give a positive thinking individual enough 
technological knowhow so that when that particular project closes, that person, with 
properly managed and customer based business, be able to make a small business not just 
for him/herself but as the business grows, for other people as well. This could easily also 
contribute to not just economic growth but lesser protests on the roads. 
The thing of great importance is to allocate appropriate people to organize, examine and 
bring into line the procedures to project objectives. This involves engaging those who 
will participate in the project and a quick review in the current processes of the 
implementing project comes to the agenda. This is also the right time to have a closer 
look at how those involved plan, what techniques they use. Since costs are one of the 
hugely contributing factors in the project implementation and lowering them as much as 
possible is key, this time involves a review on how will they be controlled and how 
deadlines will be managed. When procedures are completed, their communication to the 
project team members and their ease of understanding is of great importance. 
This involves employing the right team who are a true fit in the needs of the project and 
to maintain the process a development and retention strategy is the key. Training the 
individuals helps create a winning environment and having the best skills on board. When 
people are trained, they start to have a feeling of belonging which in turn reduces the staff 
turnover which results in so many skills lost. A procurement plan at this stage is 
important where the strategy will be linked to deliverables, something that has the 
potential to reduce costs. Building a good supplier relationship is the key for the proper 
implementation process to keep the customer happy because if the supplier is happy, the 
supplier delivers on time. This reduces the waiting time which in turn eliminates 
unnecessary costs in the project. 
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Next is the acquiring of tools that will help delivering to the needs of the stakeholders and 
the end customer. If the hired people are properly trained on the effective use of the tools, 
there will be a required fit between the procedures and the implementation. 
It is important to put the EVM process into practice as it has a potential to oblige the 
measurement of the work progress and combines the progress with cost and schedule 
performance.  For the purposes of control and reporting, a document with progress plan, 
budget, obligation and expenditure plan is of huge importance. Another key is keeping all 
stakeholders informed on the developments and an organization with a learning culture 
has a winning team. Every winning team has a potential to convert challenges into fun.  
Planning defines the actions and resources entailed in the project, their succession and 
their interrelationships which improves the chances of completing on time,  creates 
successful communication among stakeholders, helps in recognizing risks and ways to 
minimize them, develop progress control and performance assessment, develop project 
scope and change management, develop management of budget, estimate, schedule and 
cost control. 
A proper establishment of the commitments, planned value and the expenditure plan is 
needed before the project is implemented. Project execution planning helps to create a list 
in order of activities needed to achieve the objectives, and putting this in a working time 
table (scheduling). The schedule will establish the work break down structure (WBS) and 
the durations, look at resource loading so that resources are properly checked, determine 
the critical path and the right scheduling toll. 
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2.2.3 Project Management 
As far as Odedairo, Oke and Oyalowo (2011) are concerned, project management is the 
management of interpersonal conflict, which is inherent in complex organizational 
situations. It means meeting the performance specification, on schedule, and within the 
budget. It also involves monitoring and directing time, material, personnel, and costs to 
complete a particular project in an orderly, economical manner, and to meet established 
objectives in time and technical results. It is not seen as a line of work with a clear 
educational path but as a skill that can be acquired with experience and a second degree 
specialization. 
Odedairo, Oke and Oyalowo (2011) continue to say that the core is to ensure that an 
organization is able to make high quality decisions at a lower cost and within a shorter 
duration. It ensures that all key issues such as cost estimation, resources management, 
procurement of resources and supplies, establishment of quality standards, human 
resources deployment, sustainment and management, stakeholder management, risk 
assessment, time management and communications management that could affect the 
delivery of a project are carefully considered and integrated into project implementation. 
Odedairo, Oke and Oyalowo (2011) went on to develop four typologies of project 
management, namely: 
Type A: those with a tacit knowledge arising from experience, general educational 
background, no formal project management qualifications. 
Type B: those with ample tacit knowledge, general educational background, little industry 
specific knowledge and no project management qualifications. 
Type C: those who possess industry specific knowledge, experience and qualification but 
no formal project management qualification. 
Type D: those with tacit knowledge and experience, general educational qualification and 
formal project management qualifications.   
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According to Judgev and Muller (2005), in the race to create business value, companies 
are turning to project management to help them move beyond positions of competitive 
disadvantage. Early mechanistic definitions of project management focused on variables 
of time, cost and scope. Recent definitions of project management are more inclusive and 
emphasize the importance of working with stakeholders to define needs, expectations and 
project tasks. These definitions describe project management as involving cultural, 
structural, practical and interpersonal aspects. 
Project management means the process of synchronizing different aspects of a project so 
that it can acquire the desired results. This includes essentials such as personnel, 
materials, procedures and facilities. Some of the challenges project management faces 
today are quality, timetable and cost (Kamal and Abbas, 2011). 
Labuschagne and Steyn (2010) describe project management as a complex undertaking 
with many stages and processes. They say it should follow the full business life cycle, 
from definition and justification of the project, through to delivering demonstrable 
benefits for the project.  
Project management can have a strategic value when a clear connection is made between 
how efficiently and effectively a project is done and how the project’s products and 
services provide business value. However, if project success is limited to the variables of 
time, cost and scope, and the links to product/service value are missing, then the project 
management is perceived as providing tactical value and not strategic value (Judgev and 
Muller, 2005:19). 
Clements and Gido (2009) say the project management process is about having the work 
planned and the planned work worked. This means a clearly defined project objective 
which must be agreed upon definition of what to be done between the customer and the 
project implementer. The scope must be divided and sub-divided by break it down. A 
work breakdown structure (WBS) is a hierarchical tree that classifies the project or the 
individual responsible for each work package. The specific activities for each work 
package must be defined so that even if it is an organization or an individual assigned to a 
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curtained work package, the expected end result or product of that work package must be 
clearly defined. The graphical portrayment of activities must be in a network diagram 
which provides sequences of activities to be done to achieve the project objective.  
The micro-social dimensions of project success, defined at the individual project manager 
level, are the skills and competences employed by project managers who lead projects 
(Kendra and Taplin, 2004).  
Nwachukwu, Ibeawuchi and Okoli (2010) say that as much as possible, project objectives 
should be clearly spelt out, clear objectives create the conditions for the attainment of 
good results, and project requirements should be clearly defined in terms of resources, 
time scales, technical approach and the required technology. 
The project manager constraints include the person selected at the start with adequate 
authority to match responsibility, effective and efficient use of project techniques for 
overall project performance planning and control, motivation of project team members by 
the project manager, use of modern project management techniques for cost, time and 
quality control, total quality assurance, clear-cut order, efficient and effective use of 
management information systems like the computer for effective project management.  
There is also a need for the project manager’s development of the sense of mission and 
commitment among the project team members from the onset, project manager’s co-
ordination and the maintenance of good relationship with client design and team, keeping 
changes under strict control and expressing the importance of meeting costs, time and 
quality goals. Efficiency looks at maximizing output for a given level of input, and 
effectiveness means achieving the goals or objectives (Judgev and Muller, 2005:20). 
The responsibility of making the customer happy that what was expected is completed in 
a quality manner, within budget, and on time is of the project manager. Part of the project 
manager’s job descriptions is to offer direction in planning, organizing and controlling 
the work effort to obtain the project objective. The project manager offers the leadership 
to the project team for the obtainment of the project objectives (Clements and Gido, 
2009). The project manager must have leadership abilities to be able to also manage the 
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human capital of the project. The project manager must be able to encourage those 
dispersed to the work as a group to be able to plan and successfully satisfy the needs of 
the project, involve and empower the project team so as to be able to make them to 
control and own their work, value the suggestions of the team members and make sure 
those suggestions that create value for the team and also for the organization are 
implemented, make sure expectations are clear to the team so that an atmosphere of 
discouragement is not created (Clements and Gido, 2009). 
Through recognizing performance the project manager must be able to motivate teams to 
perform better, commit to the training and development of teams working on the project, 
regularly communicate with team members and all the other stakeholders like the 
customer, subcontractors, handle stress and pressure as this is possible more especially in 
situations where the project is in jeopardy of not meeting targets, early identify and solve 
problems before they become impossible to solve and manage time effectively (Clements 
and Gido, 2009). 
Project management also means the ability to apply talent, awareness, gear and methods 
to project activities to meet project objectives. It means applying and merging of 
activities that would involve amongst other things initiation, planning, executing, 
monitoring, controlling and closing of the project. It is joining different tools of the 
organization that can assist the project attain the desired results. It is about managing 
people to bring outcomes, and not managing work itself. It is about mastering efficiency 
and effectiveness. 
Project Management is a structure that spells out steps and duties needed by an 
organization to run a project. To attain efficiency, these steps are repeated for every 
conducted project. 
2.2.4 Continuous Improvement 
Munro-Faure and Munro-Faure (1992) say continuous improvement (CI) or quality can 
be explained by many organizations as the total conformance to requirements which are 
the total customer requirement. Also termed as Total Quality Management (TQM), its 
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aim is to ensure that each activity contributes to obtaining the key objectives of the 
business. Its philosophy is to perform the correct things the first time.  
TQM needs a change in how the project operates. Munro-Faure and Munro-Faure (1992) 
say it requires quality to be the first priority of every employee and the focus to be on 
preventing errors. They also believes that its benefit is on mastered customer satisfaction, 
elimination of errors and waste, reduced operation costs, increased motivation and 
commitment of employees, increased profitability and competitiveness and the project 
survival. Doing the right things, doing things right and doing things right the first time is 
TQM slogan. 
Frazee and Khan (2012) say in the global economy there is fierce competition to win 
customers and retain them. A business organization must offer better value in the areas of 
quality, service, technological expertise, and total cost to keep the customers satisfied and 
earn their trust and business. Continuous improvement in all areas is needed to remain 
competitive and maintain the sustainability of the organization. This will ensure current 
profitability that will also continue in the future. 
Total Quality Management (TQM) is a philosophy that encourages companies and their 
employees to focus on finding ways to continuously improve the quality of their business 
practices and products. Continuous Quality Improvement (CQI) or TQM is a 
management philosophy that is positively focused, aimed at making good things better, 
and resolving causes of problems, needs and concerns. It focuses on systems and in doing 
so, makes employees concentrate on the outcomes that they want and on ways to achieve 
them (Hozien, Abdel-Razek, El-Kordi and Khoury, 2011). 
Hozien, Abdel-Razek, El-Kordi and Khoury (2011) stated that the principles of quality 
management are customer focus, leadership, involvement of people, process approach, 
system approach management, continual improvement, factual approach to decision 
making and mutually beneficial supplier relationship. 
According to Fraser (1995), continuous improvement is a method which seeks to 
organize clinical and operational services in a new way. In an orderly and planned 
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fashion, everyone plays an active role in understanding problems and processes that 
underline them, collecting and analyzing data on these processes, generating and testing 
the causes for flaws and designing, implementing and testing remedies. In generating a 
culture focused on continuous improvement, it is vital that the organization’s purpose, 
aims and values are clearly communicated to all staff.  
The author defines continuous improvement as the ability to match the set obligations in 
a repetitive basis. This means there is a big variation when the set obligations are met and 
when they are not met then the project has deviated from the standards. It focuses on the 
value gains of an integrated strategy and for it to be effective it must address and exceed 
the needs of the customer, must focus on the improvement of processes, must improve 
teamwork and also improve the participation of employees. 
2.2.5 Cost-benefit analysis 
Cost Benefit Analysis (CBA) is a methodology by which economists calculate the value 
to the public of the services that an agency or organization delivers to its constitutes (Holt 
and Elliot, 2002). It is used to determine whether the favorable results of an alternative 
are sufficient to justify the cost of taking that alternative (Linn 2009). 
Brzozowska (2007) stated that CBA is to ensure that the public sector allocates scarce 
resources efficiently to competing public sector projects. The cost of the project should 
be somehow related to the benefit expected from it. The rule that has evolved over many 
years is that benefits must exceed the costs from a project. CBA estimates and totals up 
the equivalent money value of the benefits and costs to the community of projects to 
establish whether they are worthwhile. This means that all benefits and costs of a project 
should be measured in terms of their equivalent money value and in particular time. 
O’Brien (2010) says the difficulty that the public sector faces on CBA is whether reserves 
to the public purse that result from the initiative justify the expenditure on the program of 
work involved. CBA confirms the model case situation, where discussions about 
sustainability are based purely on a quantitative financial calculus. The interpretation and 
the meaning of CBA assessment is connected to its social benefit (O’Brien, 2010:3).  
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These initiatives are increasingly subject to cost benefit audits for the purposes of initial 
or continuing government support.  
Projects are planned and implemented to provide a service to the communities and 
choosing the best project amongst the others is normally a problem. CBA becomes a 
better assessment tool in deciding which project to actually go for. CBA also enables the 
decisions to be taken by those willing to invest in a project by referring to the cost of 
running the project and the optimal choice from all different alternatives. In the case of 
different community or social needs, such choices are crucial taking into consideration 
the notable amount of scarce resources. 
In order to clearly understand CBA it is important to look at whether the investment that 
will be received from that particular idea or initiative will substantiate the expenditure on 
the work involved. The assumption of CBA is that one must be able to recognize the 
crucial benefits achieved from a project and their estimate to conduct project appraisal on 
how effective it is. The combination of benefits and costs must be distinguished because 
of the purpose and the plan of the project. 
2.2.6 Core teams 
Hollenbeck, Beersma and Schonten (2012) explains teams as groups of interdependent 
people who share responsibility for outcomes, and team based structures play an 
increasingly important role in organizations. The three underlying constructs that emerge 
as crucial dimensions across many different team type taxonomies are skill differentiation, 
the level to which members have specialized knowledge or functional capabilities that 
make it more or less difficult to substitute members. The other one is authority 
differentiation, which is the level to which decision making responsibility is vested in 
individual members, subgroups of the team or collective as a whole. Another one is 
temporal stability, the level to which team members have a history of working together in 
the past and an expectation of working together in the future (Hollenbeck, Beersma and 
Schonten, 2012). 
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Rapidly shifting opposition, technologies and client needs in today’s business world have 
created temporal challenges for teams in the form of extremely short deadlines, complex 
and dynamic coordination of multiple projects, and constantly fluctuating task goals 
(Mohammed and Nadkarni, 2011). 
Gonzalez-Roma and Gamero (2012) say that at some stage in previous years, many 
organizations have started to use teams as the building blocks of their structure. One of 
the underlying ideas supporting this strategy is the belief that teams composed of 
members with distinct but complementary skills, knowledge and aptitudes are better 
equipped to deal with the complex problems which organizations have to cope. One of 
the most important characteristics of teams is the atmosphere they work under; the team 
member’s shared insights of their team. Team climate is related to team performance.   
Graham and Englund (2004) believe that for upper management team to develop a core 
team process, the following procedures need to be adhered to: 
 Require that each project has a core team. 
 Define core team membership as an important position in the project. The 
commitment to core team should be full time or should take a bigger percentage 
of each member’s time. 
 Support core team involvement in defining the project goal and completing the 
plan. The members of core team should be involved heavily in the start-up 
meeting of the project. 
 Resist moving core team members once they are assigned. 
 Motivate, evaluate and reward core team membership. 
 Support regular core team meetings.  
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For the above to be effective, team development is a key and its process takes various 
stages: 
First stage   
 
Second stage   
 
Third stage   
 
Fourth stage    
Figure 2.2: Stages of team development (Clements and Gido, 2009). 
 Forming: this is the development stage where the evolution from an individual to 
a team member takes place. 
 Storming: this is where individuals start to apply their skills of work and it results 
in a slow progress of work. 
 Norming: this is where positive relationships amongst group members and the 
project manager develop more to reduce conflicts. 
 Performing: in this stage the commitment is high from the team members 
(Clements and Gido, 2009). 
It is project teams that successfully implement projects, not the upper managers. Building 
up core teams is a very important key in implementing project management. This process 
of building core teams should be an organization’s long term view, not just the project 
managers. Gone are the days when a project manager would be told to plan the project 
and bring people who will implement it, it takes the whole organization to implement the 
project. In most occasions, projects take more than the required time to complete, an act 
Forming 
Storming 
Norming 
Performing 
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that would change with a proper staffing and motivating and any proper staffing involves 
the use of a core team. 
2.2.7 Empowerment 
Restructuring of the global economy is the main factor affecting the future of sustainable 
development, major changes are needed in the human behavior, in the system of values 
and lifestyle. Empowerment has been described as venues to enable employees make 
decisions and a personal experience where individuals take responsibility for their own 
actions. By providing efficient services and gaining clients’ satisfaction, empowered 
employees will add their own satisfaction as well. Those who are the master of the job 
and can be more responsive toward their own customers are more relaxed and feel less 
strain and enjoy their work and the working environment better than any other employees 
(Ardahaey and Nabilou, 2012).  
Pastor (1996) believes empowerment in the workplace must inter-grate key aspects of 
personal empowerment, responsibility, accountability and shared risk taking. It is not a 
static event but a dynamic evolutionary process in which the manager, employee and 
team are all involved.  
Pastor (1996) also says there are two aspects of empowerment; personal empowerment 
where individuals are responsible for doing for themselves in order to feel empowered in 
their lives regardless of circumstances. The other one has to do with the way in which 
people work with others to nurture their sense of self-esteem, autonomy and growth. 
Smith (1997) says to empower is to give power, to open up, to release the potential of 
people. In these terms it can be viewed as a commonsense activity. Typically, it involves 
job involvement, job enrichment, participation in various forms, including suggestion 
schemes. Essentially the main thrust of empowerment is through having greater 
autonomy over how jobs are done, carrying with it immense potential for improving 
productivity. 
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Having happy and empowered employees is a blessing for any organization and will 
bring about abundance and everlasting success to it. In any position, if the employee is 
impotent and cannot fulfill expectations the employee will become bored and eventually 
dragged out of the system. People who do a job uninterestedly and work merely out of 
financial necessity are not empowered because they lack the motivation and may 
therefore, be pernicious to the whole system. For this reason, organizations must plan, 
motivate and empower their personnel if they want to succeed in a competitive market 
(Ardahaey and Nabilou, 2012). 
Empowering the personnel working in an organization will make them capable of finding 
solutions to problems or improve the existing set-ups. One of the first effects of 
empowering the personnel is the changes in their behavior for the better. These changes 
will naturally help to maintain a potential capacity to solve problems in the organization. 
Spotting the problems and finding quick solutions is no easy job, only the skillful and 
experienced people who believe in teamwork can find reliable solutions to the problems 
that are always faced by any organization. If the personnel are not trained and 
empowered to overcome difficult situations, they tend to whitewash the problems instead 
of solving them and this will certainly deter the situation and puts organizations in 
jeopardy. 
The empowered management and personnel do not consider themselves separate from the 
system that their organization is based on. They rather feel that what they do is a part of 
an integrated whole to sense the feel of belonging to an organization or subdivisions and 
having common interests and objectives with others leads to overall achievements of that 
particular organization and boosts the regions development. 
To be empowered people need liberty to make their own choices. They need to be given a 
range and space to create their own inventiveness, space to take risks, ability to make 
choices and to know that learning and development is highly treasured by the 
organization. Empowerment maintains and endorses learning from familiarities and 
personal growth. It cherishes and admires people, carrying about them and cherishing 
their differences and possible prosperity to be gained. 
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Balance is vital in empowering people, just knowing how much liberty to give, how 
much preference to give and how much to forbid. Empowering people is about having 
confidence in people and believe in what they can do without being micro managed. In 
this sense, coaching would be an excellent solution and having time to listen to 
employees. 
2.2.8 Resistance to change 
Smollan (2011) defines resistance as a destructive force that runs counter to the interests 
of the organization. It is contrary to organizational interests, unhelpful and selfish 
behavior that involves refusal, supervision or sabotage. It is a conscious and deliberate 
action. People resist organizational change due to selfishness and ignorance. Smollan 
(2011) goes on to propose strategies to manage organizational change like education and 
communication, participation and involvement, facilitation and support, negotiation and 
agreement, manipulation and core-optation and coercion. 
Palatano (2011:249) says the struggle to adjust helps economic agents manage their 
scarce cognitive resources, rank acts as a defense mechanism through which subjects 
reduce anxiety and re-enforce self-control which determines a winning institutional 
reproduction. 
Graham and Englund (2004) say any group of people may be said to have a culture, a set 
of beliefs, values, norms and practices that help the group solve its problems. Business 
organizations are groups of people and thus have a culture too. Because this is so, the 
revitalization model can be used to describe the phases of change in organizational 
cultures. For changes to organizational culture to occur, behavioral changes in people 
who make up the culture need to occur.  
Gilley, Godek and Gilley (2009) are of the view that irrespective of numerous theories, 
models and multistep approaches to change, organizations continue to experience 
disappointing rates of success with change efforts. The inability to cope with change, 
whether posed by internal directives or external market forces, has been a factor in the 
demise of many firms. Workers are inherently resistant to change, and avoiding or 
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resisting change is human nature. Although this resistance is natural, failing to change 
can be deadly. They go on to say that the causes for the struggle to change are numerous, 
including individuals attitudes toward change, fear of the unknown, fear of malfunction, 
lack of reward for change, loss of status, control,  power, or security. 
Palatano (2011) says the vibrant of change begins with the disruption of the status quo 
and involves the unfreezing of the initial state, a period of disorder in which different 
equilibria are tried and the refreezing or consolidation of the new equilibrium to make it 
stable.  
To successfully implement and manage projects, flexibility to changing the normal way 
of doing things is vital. The needs and specifications of the customer of the funding body 
are of outmost importance, and can change from time to time. If employees resist the 
change that would make the project stick to the customer specification, the future of the 
project could be in jeopardy. 
To successfully implement change, Graham and Englund (2004) believe on seven critical 
roles the change agents must fulfill: 
 They need to develop the need for change: they need to show others the problems 
and get their buy in so that they may grapple with these problems in order to solve 
them. The successful change agent must lead the organization around the position 
of cultural distortion. 
 They make others accept them as trustworthy and competent: for people to accept 
the message they must accept the messenger. Their attempt to bring in the change 
must have a full upper management support or their attempts will fail. 
 They diagnose problems for the perspective of their audience: change agents need 
to see problems on the side of the project manager, so best project managers in the 
organization need to be involved in the change process. 
 They generate the intent to change through motivation: a chance to last cannot be 
dictated from a position of power; it comes from motivating people to solve their 
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problems. The change agent needs to motivate the entire community by showing 
that the change will benefit everyone. 
 They work through others in translating intent into action: project managers who 
can be able to translate the intent of the change into action are necessary. 
 They stabilize the adoption of innovation: normally any change is left with the 
change agents. An initiative team can outlast the change initiators and help 
stabilize the adoption of the innovation throughout the organization. 
 They go out of business as change agents: if all previous steps have been 
successful, their need as change agents vanishes (Graham and Englund, 2004). 
The most crucial elements of leadership for or in any organization include the 
introduction and the management of change. Leaders need to clearly understand the 
change process to move their organizations successfully through the turmoil of today’s 
economic environment. The first determinant of the future success of an organization is 
its leadership ability to incorporate change, then formulate and articulate clear vision, 
accompanied by implementation of concise strategic goals and objectives. Change needs 
a complete buy in of those that will implement it. 
2.2.9 Processes 
Any significant business process change requires a strategic initiative where top 
managers act as leaders in defining and communicating a vision of change. The 
organizational environment, with a ready culture, a willingness to share knowledge, 
balanced network relationships, and a capacity to learn, should facilitate the 
implementation of prescribed process management and change management practices. 
Processes and change management practices, along with the change environment, 
contribute to better business processes and help in securing improved quality of work life, 
both of which are requisite for customer success and ultimately, in achieving measurable 
and sustainable competitive performance gains (Motwani, Mirchandani, Madan and 
Gunasekaran, 2002).    
Klimas and Ruzevicius (2010) believe that a process is the entirety of interrelated or 
interacting actions of an organization which transforms input into output. It is a chain of 
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actions with a defined beginning and end. It joins material, financial and intellectual 
resources as well as the activities required to attain the result. The output of one process 
is frequently the input of another. The required result is attained much more efficiently 
when the activity and related resources are controlled as a single process or their system. 
Process improvement requires understanding and measuring existing processes, 
analyzing the data to discover cost, quality, or schedule improvement opportunities, and 
introducing process changes to capture those opportunities. Organizational-level process 
improvement efforts can be successful only if improvement ideas are generated and 
proposed (Brock, Mcmanus and Hale, 2009). 
An organization’s business process is a set of activities that create value for the customer 
(Regev, Alexander and Wegmenn, 2005). To enable the project to reflect on processes 
that apparently do not provide value to the customer but are necessary for the survival 
and success of the business in the face of threats to its norms. These threats can originate 
within the business or from the environment (Regev, Alexander and Wegmenn, 2005). 
For a business process, the project has to realize what significance it wants to provide to 
its customers, what possible mistreatment it may come across and what measures it can 
take to prevent itself. Processes also involve set of actions to obtain a well specified 
objective. Processes can be enhanced by regarding business as open schemes that 
standardize relationships with their environment.  
Most social overhead capital projects change in scope, from the identification to 
implementation and evaluation, during the project life cycle. The changes are often due to 
uncertainty during the process of preparing a project, from developing an idea into a 
detailed proposal which has to consider all the technical, economic, financial, social and 
institutional aspects of the project. The changes during the lifecycle of a project give rise 
to cost overrun due to cost increases, time schedule delays and benefit short falls (Lee 
2008). 
By cost overrun the author refers to the variation to what was actually estimated and what 
was actually spent. Factors leading to cost overruns can be changes in the span of the 
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project, unexpected delays, irrational approximation and amendment of the project cost 
and improper use of the earned value management system. 
2.2.10 Effective Communication 
Sangeetha (2012) says communication is the transmission of thoughts, ideas, feeling and 
attitudes from one person to another through a medium. With good communication skills, 
one can convince people, control situations, comprehend complexities and command 
respect. Hola (2012) says in today’s competitive world, the management of human 
resources plays an integral role as it influences prosperity of the project. For this to be 
effective, the satisfied and loyal employees which are internal stakeholders create the 
foundation for effective work within the real life of the project which is to improve the 
effectiveness on internal communication. This directly influences the building of mutual 
relations between the employees. Kerfoot (1996) says communication is a challenge that 
is always a goal. It is never an end product. In all many ways to communicate, being 
direct is the most effective, the content being the key. 
An effective communication plan not only spells out expectations of the project, but it 
also helps prevent delays stemming from protracted negotiating over unexpected 
contingencies. Michalski (2000) says for communication to be effective, it is important to 
ccommunicate regularly, as a solid communication plan helps avoid a difficulty of 
unscheduled changes in the project plan because it spells out a schedule of meetings 
between parties ensuring that communication remains open and timely and neither group 
is hit with surprising news. Plan for escalation, where a communication plan should be 
able to specify an escalating path, how problems will be resolved, the time limit in which 
they must be resolved, and what action will be taken if they are not resolved within that 
time limit. The need to have a contact because a good communication plan should have a 
contact person who exchanges information between the parties and that person must be a 
good communicator. Settle differences because a good communication plan should spell 
out expectations, communication methods, schedules, and a reporting structure for each 
project something that will develop trust between parties.  
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Anantatmula (2010) says for communication to make a difference, there is a need for 
projects goals and outcomes to be clearly defined prior to execution. The roles and 
responsibilities of the project team members must be explained. What is expected by the 
stakeholders needs to be communicated. To reduce ambiguity, a formal project 
management process needs to be employed that will help improve efficiency, manage 
risk and reduce ambiguity. For project team members to work cohesively and share 
information there needs to be a level of trust created amongst the project team members. 
A hands-on approach and support from the top management level would increase the 
willingness to perform in the lower levels. A formal evaluation process is also the key to 
be able to manage the outcomes. 
Poor communication causes unclear expectations and confusion about whom to contact 
for information. 
2.2.10.1 Internal Communication 
Hola (2012) continues to say without the effective internal communication, the project 
does not take full advantage of its resources as internal communication improves the 
work environment climate while increasing awareness among employees of project 
activity and plans. Through effective feedback mechanisms, the management gets to 
know the project’s plans and policies from its employees. Effective internal 
communication enhances the role of the managers and gives more positive attitude to 
change within the project. It also allows opportunities to solve problems before they 
become crises. It creates and sustains employee commitment and concentrates effort on 
the task on hand while achieving the project’s objectives. It is a base of cooperation in the 
project and also in personal life of each person.  
To understand communication means to realize that communication is focused on the 
recipient who receives some information, therefore the communication process must 
involve enough space for feedback. The main objectives of internal communication are 
therefore to inform and motivate connection, create a mutual understanding and 
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cooperation, form desired working positions and give effective feedback for continuous 
evaluation. 
If there is no proper communication in the project, motivation decision ability decreases, 
there is passivity and frustration, and these result in high rate of employee turnover, 
ineffective coordination of all activities of the project, failure to reach project’s targets, 
ineffective target and strategy, ineffectiveness in marketing and inability to compete 
(Hola, 2012).  
2.3 Summary 
The author has looked at defining the project, which comprises of human, material and 
financial resources that, when planned, need to meet certain expectations which are 
normally determined by the customer/sponsor. As temporal as a project can be, the cost 
of implementing it can determine its success or its failure. Project management, which is 
the key of the study, has been defined. 
Independent variables, which are continuous improvement, cost-benefit analysis, core 
teams, empowerment, project management, resistance to change, effective 
communication have been explained in more detail.  
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CHAPTER 3 
METHODOLOGY OF THE STUDY 
3.1 Introduction 
This chapter explains the theoretical model and the methodology of the study. Variables 
like the research paradigm, sampling, measuring instrument, research design, data 
gathering and data analysis will be looked at. 
3.2 Research methodology 
This is the gathering of information to answer a question that solves a problem (Ethridge, 
2004). It is a procedure of enquiry and investigation. It is systematic and methodical. It 
increases knowledge. It is an organized approach to obtaining and confirming new and 
reliable knowledge (Ethridge, 2004). 
It refers to the overall approach to the research process, from the theoretical underpinning 
to the collection and analysis of the data. It implies the study of general approach to 
enquiry in a given field (Ethridge, 2004). Ethridge (2004) believes research is an ability 
aided by skills of enquiry, experimental design, data collection, measurement and 
analysis, interpretation and presentation. A further skill, which can be acquired and 
developed, is creativity and invention. 
Research methodology is divided into Quantitative and Qualitative research. 
3.2.1 Quantitative research: explains, predicts or controls phenomena through focussed 
collection of numeric data (Borland, 2000:8). It objectively reports reality with features 
of being hard, fixed, objective, value free, survey, hypothesis testing and abstract 
(Silverman, 2000:2). It involves writing questions for surveys and in depth interviews, 
learning to quantify or count responses, statistically analysing archival, historical or own 
data. A more structured scientific approach is involved (Nardi, 2003:17). In quantitative 
research, the management metaphor is employed to highlight the researcher’s ingenuity 
and competence so that the articles based on the research talk about the design of the 
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research, controlling variables, managing data and generating tables. The researcher has 
to demonstrate that he/she has done something to the research (Elliot, 2005:184). It 
studies and tests relationships with the researcher not part of the research.  
 
3.2.2 Qualitative research: explains and gains insight and understanding of phenomena 
through intensive collection of narrative data (Borland, 2000:6).  It is influenced by the 
researcher’s political values and has features of being soft, flexible, subjective, political, 
case study, speculative and grounded (Silverman, 2000:2). It tries to understand with 
more depth and sensitivity people’s subjective understandings with the main goal of 
acting in their social situations, understanding human behaviour in its natural setting and 
from the viewpoint of those involved (Nardi, 2003:15). It makes better use of a 
naturalistic metaphor with the emphasis in presenting the perspective of those being 
interviewed and to demonstrate that the authenticity of the research setting has been 
preserved. The researcher is concerned to allow his/her evidence speaks for itself (Elliot, 
2005:184). It works on assumptions with the researcher being part of the research. 
3.2.3 Chosen paradigm 
This is a Quantitative study with the aim of investing achieving more cost-effective 
implementation of an Eastern Cape Thicket Rehabilitation Project. Maximizing value and 
minimizing costs in the running of this Environmental Affairs funded project is the 
objective of the study, a project implemented by Gamtoos Irrigation Board (GIB).  
 
3.3 Research design   
Blumberg, Cooper and Schindler (2005) say research design constitutes the blueprint for 
the collection, measurement and analysis of data. It also aids the researcher in the 
allocation of limited resources by posing crucial choices in methodology. It is the plan 
and structure of investigation so conceived as to obtain answers to research questions. 
The plan is the overall scheme of the research. It includes an outline of what the 
investigator will do from writing hypothesis and their operational implications to the final 
analysis of data. It also expresses both the structure of the research problem, the 
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framework, organization or configuration of the relationships among variables of a study, 
and the plan of investigation used to obtain empirical evidence on the relationships. 
3.4 Data gathering 
Data refers to known facts or things used as a basis for inference or reckoning (Blumberg, 
Cooper and Schindler, 2005). Ethridge (2004) says that data are instrumental in revealing 
problems that might have otherwise gone undetected.  
3.5 Measuring instrument 
The researcher plans the study, including the design of the data collection instruments, 
data collection and management of methodologies, and data analysis, in great detail 
before the start of the research process (Borland, 2009:9). The researcher is part of the 
project but will not be part of the research. Self-constructed questionnaires will be made. 
Questionnaires will be formulated by using a Likert scale of five options from strongly 
disagree to strongly agree. Questionnaires will be issued for this study and will be 
measuring the following variables. 
 Continuous improvement 
 Cost benefit analysis 
 Core teams 
 Empowerment 
 Project management 
 Resistance to change 
 Effective Communication 
3.6 Envisaged Sample 
The basic idea of sampling is that summing-ups may be drawn about the entire 
population if some elements of the population are selected (Blumberg, Cooper and 
Schindler, 2005). A convenience sampling of 205 respondents that will be used on people 
that participate in the project, from as low as the general workers to as high as the 
Regional Managers. 
  
 
 
59 
 
To be able to perfectly do the research, the current way of running the project more 
especially on the costing issue, will be looked at. The study will focus on the Thicket 
Rehabilitation Project implemented in the Fish, Addo and the Baviaanskloof, all in the 
Eastern Cape. The whole program has regional managers, area managers, and project 
managers that come from the funder, administrators, area managers, assistant area 
managers, project managers and quality controllers that come from GIB the 
implementing agent, contractors with machine operators, peer educators, first aiders, 
drivers and general workers that are hired by GIB . All these groups of people will be 
questioned. The composition of the sample is shown in the next table. 
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Table 3.2: Demographic composition of the sample. 
Item  Number Percentage 
Gender Male 105 51 
 Female 100 49 
Experience(years) <2 70 34 
 2-5 60 29 
 5-8 40 20 
 8+ 35 17 
Age 20-29 60 29 
 30-39 70 34 
 40-49 40 20 
 50-59 20 10 
 60+ 15 7 
Education Degree + 10 5 
 Degree 15 7 
 Diploma 30 15 
 Grade12 60 29 
 <Grade 12 90 44 
 
The table above shows items from gender, experience (years), age and education. Gender 
shows that 51% of males and 49% of females falls within the demographic composition 
of the sample and thus will be questioned. On experience, those that have less than 2 
years will be 34%, those that fall in the range of 2-5 years will be 29%, those between 5-8 
years will be 20% and those that are more than 8 years will be 17%. On age, those 
between 20-29 years will be 29%, those between 30-39 years will be 34%, those between 
40-49 years will be 20%, those between 50-59 years will be 10% and those that are more 
than 60 years will be 7%. 
 
On education, those that have masters and any other qualification more than masters are 5% 
and are represented by degree+, those that have a degree 7%, those with a diploma 8%, 
those with grade 12 are 29%, and those less than grade 12 are 44%. 
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Questionnaires will be issued according to ranks and qualifications as shown in the 
following table. 
 
Table 3.3: A representation of how questionnaires will be grouped. 
Variable code No of 
questionnaires 
Possible rank Possible Qualification 
COM 20 Quality controllers. Matric, Diploma 
PRM 15 Project Managers. Degree +, Degree, 
Diploma, Grade 12. 
RTC 15  Contractors, Administrators. Degree +, Degree, 
Diploma, Grade 12. 
PRO 15 Project managers, 
administrators. 
Degree +, Degree, 
Diploma, Grade 12. 
EMP 40 First aiders and peer educators Grade 12 and less 
CBA 40 General Workers Grade 12 and less 
CTS 40 Contractors Grade 12, Diploma 
COI 20 Drivers and machine operators Grade 12 and less 
 
 Questionnaires will be issued to each group mentioned above and at least seven 
questions per questionnaire will be asked. Questionnaires will be addressing the different 
variables the study wants to cover. 
3.7 Questionnaires 
Blumberg, Cooper and Schindler (2005) say the procedure of moving from the general 
management dilemma to specific measurement questions has travelled through the first 
three questions: 
 Management question: the dilemma, stated in question form, which the manager 
needs resolved. 
 Research question: the fact based translation of the question the researcher must 
answer to contribute to the solution of the management question. 
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 Investigative questions: specific questions the researcher must answer to provide 
efficient detail and coverage of the research question. Inside this level, there may 
be several questions as the researcher moves from general to specific. 
Questionnaires were issued to each group mentioned below and at least six questions per 
questionnaire were asked. Questionnaires addressed the different variables the study 
wants to cover. Literature raised a few points as far as communication is concerned. It 
says communication directly influences the building of mutual relations between 
employees.  
It says it needs to be done regularly, there must be plan for escalation, there must be 
contact and it must be able to settle differences. Also, in communication, clarity must be 
created, roles and responsibilities must be defined, expectations must be communicated, a 
consistent process must be employed, trust must be established, support must be 
facilitated and outcomes must be managed. 
3.7.1 Effective communication 
From this information questions like the ability of management to clearly communicate 
expectations will be addressed in effective communication. The statements are: 
 Project goals and outcomes are defined prior to execution to avoid unnecessary 
failures. 
 The management communicates with us regularly. 
 There is knowledge sharing among the team members. 
 There is trust among team members. 
 Feedback is always given by the management. 
 I am committed to my job. 
 My manager communicates our responsibilities. 
 There is interest of how the other teams are performing in the project. 
 I know who to contact when I need information. 
 Roles and responsibilities are clearly defined in the project. 
 The project has a culture of transparency and openness. 
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3.7.2 Continuous improvement 
 Literature says the philosophy of continuous improvement is to perform the correct 
things the first time. Continuous improvement requires quality to be the first priority of 
every employee and the focus to be on preventing errors. It goes on to say in generating a 
culture focused on continuous improvement, it is vital that the organization’s purpose, 
aims and values are clearly communicated to all the staff. Questions on the new standards 
and ability to pick correct implementation of standards are addressed in continuous 
improvement. The statements are: 
 I find it easy to conform to new standards and procedures. 
 In my project, I have an attitude of doing it right the first time. 
 My manager initiates continuous improvement programs at work. 
 In my project, work is evenly distributed among all team members. 
 Improvement ideas in my team are well received. 
 Introduction of new systems has improved quality. 
 I strive to adhere to the new proposed ways of improving quality. 
3.7.3 Cost Benefit Analysis 
Literature says to determine whether the favourable results of an alternative are sufficient 
to justify the cost of taking that alternative, cost-benefit-analysis is used. It says the cost 
of the project should somehow be related to the benefit expected from it. Questions on 
the costs of running the project and those on the benefits of the project are addressed in 
the Cost-Benefit analysis. The statements are: 
 The investment on the project has made a notable difference in my life. 
 There has been a notable development in my community because of the 
program’s creation of jobs. 
 The program is sustainable in its creation of jobs. 
 The program contributes enough in the development of skills. 
 The program has made a difference in the social life style of our community. 
 The programme has made the community to contribute to the economic 
development of the country. 
 What I achieved from the program makes the investment worthwhile. 
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3.7.4 Resistance to change 
Resistance to change, as far as literature is concerned, is a force that runs against the 
interests of the organization. It needs the behavioural changes in people to occur. 
Resistance to change is also caused by the fear of the unknown, fear of malfunction, the 
attitude of individuals to change, lack of reward for change and the need for security 
when change happens. Resistance to change is addressed by the questions on the comfort 
ability to new systems and on new skills. The statements are: 
 In my project, employees find it difficult to change their way of doing things. 
 In my project, employees fear change. 
 Employees often resist the implementation of ideas of other employees. 
 In my project, employees tend to retain their ranks. 
 I am prepared to adapt to new working conditions. 
 Employees hate to change a system that works for them in my project. 
 Innovation is well supported in my project. 
 Employees often resist the implementation of new strategies. 
 The structure of the organization is adequate for change. 
3.7.5 Empowerment 
Empowerment enables employees to make decisions and take responsibility for them. In 
it there is job involvement, job enrichment, participation in various forms and various 
suggestion schemes. When people do their job just for the sake of financial necessity 
means they have not been empowered to develop. Empowerment is tested on questions 
like the willingness to come to work and his/her ability to go an extra mile on allocated 
duties. The statements are: 
 I am strongly committed to my job. 
 The project has treated me well in accordance with the conditions of service. 
 I can easily take my skills to any other organisation. 
 I am happy to be engaged in new tasks and challenges. 
 Training and development is the key in the project structure. 
 I feel helped to grow more in my function. 
 People are encouraged to improve their knowledge and skills at work. 
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 Doing new different tasks every day excites me. 
 The program values my ideas. 
3.7.6 Project Management 
Literature says project management needs skills and competencies employed by project 
managers defined at the individual project management level. It needs a clearly defined 
project objective and defined specific activities for each work package. Time frames need 
to be clearly communicated. Project management is to offer direction in planning, 
organizing and controlling the work effort to obtain the project objective. Project 
management looks at the actual management and implementing according to standards.  
The statements are: 
 Project management capabilities exist at the project management level in the 
organization. 
 Project management requires the employment of management processes from 
project management, system development, supplier management and business 
planning to be successful. 
 Organizational arrangements at the project team level are a key for project 
success. 
 Performance measurement systems are explained at the individual, project and 
organizational level to evaluate project success. 
 I have clearly defined objectives to implement. 
 I have been given enough learning and development to effectively implement my 
project. 
 I am a team player. 
 I always finish on a given time frame. 
3.7.7 Core teams 
Literature says one of the most important characteristics of teams is the atmosphere they 
work under; the team member’s shared insights of their team. It says to implement 
project management; building up core teams is a very important key. The ability to work 
as groups is tested on core teams. The statements are: 
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 My manager is a team player. 
 My manager encourages teamwork to enhance performance. 
 There are clear goals on how teams should perform. 
 My manager recognizes good performance. 
 I participate in team meetings to improve our level of production. 
 I work in a positive team environment. 
 I am a team player. 
 Teams are recognized as the building blocks of the organization. 
3.7.8 Processes 
Processes are sets of activities that create value for the customer, say literature. The 
project has to realize what significance it wants to provide to its customers. The ability of 
the project avoiding the duplication of work is tested in processes. The statements are: 
 There are low levels of duplication of work in my project. 
 In my project, there is a free flow of information amongst all management levels. 
 My project is successful in co-ordinating projects with other departments. 
 There are clear policies that guide business processes in my project. 
 There are standard procedures that guide the business processes. 
 There is a notable difference between the input and the output in my project. 
 The project strategy makes specified objectives to be easily achieved. 
The questions address each variable and were answered by a specified group. The one for 
each group of general workers was sent to that group, for project managers to that group, 
for contractors to that group and for area managers to that group. For each questionnaire 
there was a covering letter specifying the reasons behind the study and confidentiality 
will be assured. 
3.8 Data analysis 
 
This includes reducing accumulated data to a manageable size, developing summaries 
and looking for patterns (Blumberg, Cooper and Schindler, 2005). Different groups of 
respondents have been selected to address different variables that best represent them. 
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For project managers, a questionnaire has been prepared that they only can answer as it 
best represents them and the same was done to all the other groups involved in the project. 
3.9 Credibility of research 
This is a way of making sure that the evidence and conclusions of the research stand up 
to the closest scrutiny (Saunders, Lewis and Thornhill, 2007:178). 
They go on to say that to reduce the possibility of getting the answer wrong, attention 
needs to be paid to two emphases on research design: 
I. Reliability 
This refers to the extent to which data collection techniques or analysis procedures will 
yield consistent findings (Saunders, Lewis and Thornhill, 2007:178). Jackson (2008:67) 
refers to reliability as the consistency or stability of a measuring instrument. Dane 
(2011:134) says it is the extent to which changes in one variable are associated with 
changes in another. 
 
In order to guarantee reliability, each variable will be addresses by a group of people that 
best know about it. Project management was addressed by project managers as they 
would know better about the management process. Effective communication was 
addressed by the first group of contractors as contractors are the ones that implement 
ideas. Core teams were addressed by the second group of contractors, empowerment 
addressed by those who were trained for specific roles and positions. Continuous 
improvement was addressed the mechanized teams, processes addressed by the 
administrators of GIB and cost benefit analysis addressed by the general employees.  
 
II. Validity 
This refers to the extent to which a measure actually measures what it is supposed to 
measure. 
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Construct validity: involves determining the extent to which a measure represents 
concepts it should represent and does not do the vice versa. All questionnaires were 
developed from the literature for the purpose of making sure they address the variables 
assigned to them.   
3.10 Conclusion 
A detailed methodology of how the study will be conducted and how data will be 
collected and analysed has been given in this chapter. Also the demographic of the study 
that divides the respondents has been looked at.  
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CHAPTER 4 
RESULTS: PRESENTATION AND DISCUSSION 
4.1 Introduction 
In chapter three, the methodology of the study was discussed. This chapter will look at 
analysing and interpreting the data obtained from the respondents. 
4.2 Analysis of empirical results   
The respondents that participated in the research are people that form part of the program 
as stated on the sample. 
4.2.1 Response rate 
Table 4.1: Overall response rate. 
Response 
No of 
responses 
Issued 205 
Received 147 
Outstanding 58 
Percentage received 72% 
Chart 4.1: Overall response rate on a pie chart 
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4.2.2 Questionnaires 
The questionnaires issued to respondents consisted of two sections. Section A consisted 
of the questionnaire itself with eight parts in it. Parts A to H are designed on the Likert 
scale model to test Effective communication, Continuous Improvement, Cost Benefit 
Analysis, Core Teams, Empowerment, Project Management, Resistance to Change and 
Processes.  
Section A: Questionnaires 
Part A: Effective Communication  
 
Table 4.2: Response rate for Effective Communication in percentage form. 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
COM1 0 7 21 43 29 
COM2 7 14 14 57 7 
COM3 7 14 21 50 7 
COM4 7 21 0 50 21 
COM5 7 0 14 43 36 
COM6 0 7 14 50 29 
COM7 14 21 29 29 7 
COM8 0 0 0 50 50 
COM9 0 6 0 50 44 
COM10 0 14 14 50 21 
COM11 7 21 0 57 14 
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Figure 4.2.1 Results for Com 1: About 43 percent of respondents agree that project goals 
and outcomes are defined prior to execution but 21 percent is unsure and 7 percent 
disagree. This indicates that to a certain degree, people know and are aware of what is 
expected of them. The more people know what their work entails, the better the results. 
 
 
Figure 4.2.2 Results for Com 2:  57 percent of respondents say there is regular 
communication from the management but about 21 percent of the respondents share a 
disagreement on the issue. The question specifically wants to know if the communication 
is regular, and not all respondents think so. 
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Figure 4.2.3 Results for Com 3: 50 percent of respondents say there is knowledge sharing 
among team members but again 21 percent is unsure and another 21 percent disagrees. 
The fact that a notable percentage does not agree with the statement means there could be 
trust problems among some of the team members, which could lead to a bad work ethic. 
 
 
Figure 4.2.4 Results for Com 4: though about 28 percent disagree that there is trust 
among team members, all the other respondents agree that there is trust among project 
team members. This can go hand in hand with the previous statement. The level of trust 
between the team members is debatable.  
 
 
Figure 4.2.5 Results for Com 5: the majority of respondents feel feedback is always given 
by management but 7 percent of them think otherwise. This means that management 
plays its part as far as feedback is concerned, but few of them open space for the 
management to improve more. 
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Figure 4.2.6 Results for Com 6: the majority of the respondents are committed to their 
jobs but 7 percent are not. The less number of people not really committed could mean 
many things, they are not happy with the job, their employees, the management or the 
incentive. 
 
Figure 4.2.7 Results for Com 7: almost half of the respondents do not agree that the 
manager communicates their responsibilities. 29 percent is neutral and 36 percent 
combined agree. Though many respondents were happy as far as knowing the objectives 
is concerned, the communication of individual responsibilities, which the question 
intended, seems to leave a lot to consider. When people do not know their responsibilities, 
they touch and go, as nobody is liable for any particular action.  
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Figure 4.2.8 Results for Com 8: all respondents say all teams are interested in knowing 
how the other teams are doing. This shows that there is concern on the whole team 
performance, a good sign that shows there is knowledge and advice sharing between 
teams. As long as that sharing speaks to the project objectives, it is a good sign for the 
success of the project. 
 
 
Figure 4.2.9 Results for Com 9: though 6 percent disagree, all the respondents seem to 
feel they know who to contact when they need to know something. With the exception of 
the few, the respondents seem to have a clear direction of where to get information. This 
means there is proper structures in place amongst the team members of who knows what. 
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Figure 4.2.10 Results for Com 10: 14 percent disagree and 14 percent is unsure but the 
rest of the respondents say that roles and responsibilities are clearly defined in the project. 
Some do not really agree but a bigger percentage of up to 50 percent seems to know what 
their roles and responsibilities are. 
 
 
Figure 4.2.11 Results for Com 11: 57 percent of respondents say there is culture of 
transparency and openness in the project. This specifically ties in with the incentives, 
benefits and personal development. The majority of the respondents seem to think they 
know what they are doing and what is in it for them to do what they are doing.  There is 
also a lot to be clarified to put in the same page those who disagree with the statement.  
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Part B: Project Management 
Table 4.3: Response rate for Project Management in percentage form 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
PRM1 0 0 8 67 25 
PRM2 0 0 8 50 42 
PRM3 0 0 25 25 50 
PRM4 0 0 8 75 17 
PRM5 0 0 0 58 42 
PRM6 0 0 0 75 25 
PRM7 0 0 0 33 67 
PRM8 0 8 0 50 42 
 
 
 
Figure 4.3.1 Results for PRM1: a combination of 92 percent of respondents say project 
management capabilities exist at the project management level in the organization. This 
means there is a potential for project management to develop at the project management 
level in the organization. 
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Figure 4.3.2 Results for PRM2: again a combination of 92 percent feel project 
management requires the employment of management processes from project 
management, system development, supplier management and business planning to be 
successful. Most respondents agree with the statement. This means project managers 
have, besides the skills and experience, better project management information, a positive 
for the program. 
 
 
Figure 4.3.3 Results for PRM3: though 25 percent is unsure, 25 percent agree and 50 
percent strongly agree that organizational arrangements at the project team level are a key 
for project success. With the exception of a few unsure project managers, most know that 
the success of the project is in the project team level. This determines better execution. 
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Figure 4.3.4 Results for PRM4: about 92 percent of respondents feel that performance 
measurement systems are explained at the individual, project and organizational level to 
evaluate project success. When project managers know that their performance will be 
measured, there is more commitment to deliver according to specifications. 
 
 
Figure 4.3.5 Results for PRM5: all respondents say they have clearly defined objectives 
to implement. This eliminates any confusion that might be there, and the bottom line is it 
eliminates waste. 
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Figure 4.3.6 Results for PRM6: all respondents say they have been given enough learning 
and development to effectively implement the project. All project managers feel they 
have been empowered to deliver effectively and efficiently. The more people are 
empowered, the better they produce. 
 
 
Figure 4.3.7 Results for PRM7: all respondents say they are team players. The response 
rate means there is excellent knowledge sharing capabilities amongst the project 
managers. The more knowledge sharing, the better the results will be as people will freely 
ask for advices. 
 
 
Figure 4.3.8 Results for PRM8: though 8 percent disagree, all other respondents say they 
always finish the project on a given time frame. Some project managers seem to struggle 
to finish at a given time but most feel confident that they always work according to time 
frames. The more people finish in time, the more funding is guaranteed and the more 
people to benefit. 
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Part C: Resistance to Change 
Table 4.4: Response rate for Resistance to Change in percentage form 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
RTC1 14 7 43 29 7 
RTC2 0 14 29 36 21 
RTC3 0 7 21 57 14 
RTC4 0 7 29 50 14 
RTC5 0 0 14 50 36 
RTC6 0 0 29 21 50 
RTC7 0 7 36 50 7 
RTC8 7 29 21 21 21 
RTC9 0 0 29 50 21 
 
 
Figure 4.4.1 Results for RTC1: 43 percent of respondents are unsure on this issue but a 
combined 36 percent say employees find it difficult to change their ways of doing things. 
21 percent do not agree. This is a point of concern. To be able to follow the market means 
to know what direction the market follows, giving many reasons to change normal ways 
of doing things. But if employees, the biggest assets of the organization are not willing to 
change their way of doing things, more failures are evitable. 
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Figure 4.4.2 Results for RTC2: only 14 percent disagree but a combined 57 percent say 
employees fear change. This can only improve when more consultation is done on the 
objectives of implementing. 
 
 
Figure 4.4.3 Results for RTC3: 57 percent of respondents say employees often resist the 
implementation of ideas of other employees, 7 percent disagree. This can quickly tie in 
with trust. The more people communicate, the more chances of trust being built amongst 
them, the more people will be comfortable with what the others think. 
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Figure 4.4.4 Results for RTC4: 50 percent agree that when change happens employees 
tend to retain their ranks and 14 percent strongly agrees but 7 percent disagree. This is a 
positive when change needs to be implemented. When people know their jobs or 
positions will not be affected, change becomes easy. 
 
 
Figure 4.4.5 Results for RTC5: most respondents feel they are prepared to adapt to new 
working conditions. This normally happens when employees feel they have a future in 
the organization. 
 
 
Figure 4.4.6 Results for RTC6: 21 and 50 percent agree and strongly agree respectively 
that employees hate to change a system that works for them in the project, with 29 
percent not sure. This can be a problem. A system can work for the employees but might 
not work for the organization or the market. The less they fear change, the more they 
would not have a problem of not changing any system.  
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Figure 4.4.7 Results for RTC7: though 7 percent disagree, 36 percent unsure, 50 percent 
agree innovation is well supported in the project and 7 percent strongly agree. The more 
innovative the organization, the more it stays in the market. 
 
 
Figure 4.4.8 Results for RTC8: though 29 percent disagree, 21 percent agree and another 
21 percent strongly agree that employees often resist the implementation of new 
strategies. 
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Figure 4.4.9 Results for RTC9: 29 percent is not sure but 50percent agree and 21 percent 
strongly agree that the structure of the organization is adequate for change. This would be 
a key for all employees who are not comfortable with change. 
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Part D: Processes 
Table 4.5: Response rate for Processes in percentage form 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
PRO1 20 40 20 20 0 
PRO2 10 20 10 40 20 
PRO3 0 10 30 40 20 
PRO4 0 0 0 40 60 
PRO5 0 0 0 30 70 
PRO6 0 10 20 50 20 
PRO7 0 10 20 30 40 
 
 
Figure 4.5.1 Results for PRO1: 20 and forty percent respectively strongly agree and agree 
that there are high levels of duplication of work in the project, though 20 percent do not 
think so. This could easily mean the system is operated on waste. 
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Figure 4.5.2 Results for PRO2: 20 percent disagree that there is a free flow of 
information amongst all management levels in the project, 10 percent strongly disagree 
but 40 percent agree. If anything needs to be changed or improved in the processes, 
information must easily flow amongst all levels of management. 
   
 
Figure 4.5.3 Results for PRO3: though 10 percent disagree, 30 percent neutral, 40 percent 
agree and 20 percent strongly agree that the project is successful in co-ordinating projects 
with other departments.  
 
 
Figure 4.5.4 Results for PRO4: 40 percent agree and 60 percent strongly agree that there 
are clear policies that guide business processes in the project.  
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Figure 4.5.5 Results for PRO5: 30 percent agree and 70 percent strongly agree that there 
are standard procedures that guide the business processes. There is some confidence in 
the employees that the project has organized structures for processes. 
 
 
Figure 4.5.6 Results for PRO6: 10 percent here disagree but 50 percent agree and 20 
percent strongly agree that there is a notable difference between the input and the output 
in my project. Most respondents feel that there is a return on investment on the project. 
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Figure 4.5.7 Results for PRO7: though 10 percent disagree, 30 and 40 percent 
respectively agree and strongly agree that the project strategy makes specified objectives 
to be easily achieved.  
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Part E: Empowerment 
Table 4.6: Response rate for Empowerment in percentage form. 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
EMP1 19 4 11 15 52 
EMP2 19 15 22 26 19 
EMP3 4 15 15 19 48 
EMP4 11 15 7 26 41 
EMP5 15 7 15 19 44 
EMP6 7 15 15 22 41 
EMP7 7 15 15 26 37 
EMP8 11 15 11 41 22 
EMP9 15 15 33 11 26 
 
 
Figure 4.6.1 Results for EMP1: 19 percent say they are not strongly committed to their 
job but 52 percent believe strongly that they are strongly committed to their job. One 
contributing factor in this is when people are empowered to perform. 
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Figure 4.6.2 Results for EMP2: 19 percent disagree strongly, 15 disagree but 26 and 19 
percent agree and strongly agree respectively that the project has treated them well in 
accordance with the conditions of service. 22 percent is not sure. This would be why in 
the previous statement some are not strongly committed to their job. 
 
 
Figure 4.6.3 Results for EMP3: 48 percent of respondents strongly agree that they can 
easily take their skills to any other organization, 19 agree and 15 percent disagree with 
just 4 percent strongly disagreeing. This goes hand in hand with one of the objectives of 
the project, to enhance skills development. 
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Figure 4.6.4 Results for EMP4: 11 percent strongly disagree, 15 disagree and 26 percent 
agree with 41 percent strongly confident that they are happy to be engaged in new tasks 
and challenges. Those that strongly agree would be those that are happy to be empowered. 
 
 
Figure 4.6.5 Results for EMP5: 44 percent strongly agree that training and development 
is the key in the project structure, 19 percent also agree but 15 percent strongly disagree. 
Most respondents feel that training and development is the way forward for any project 
success. 
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Figure 4.6.6 Results for EMP6: 22 percent agree and 41 percent strongly agree that they 
feel helped to grow more in their function, with lesser percentages of respondents not 
thinking so. This means, with the exception of a few, most respondents do feel helped to 
grow more in their function. 
 
 
Figure 4.6.7 Results for EMP7: 26 and 37 percent agree and strongly agree respectively 
that people are encouraged to improve their knowledge and skills at work, some 
respondents though do not agree with that. This would be a point of concern for the 
management. 
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Figure 4.6.8 Results for EMP8: 41 percent agree and 22 percent strongly agree that new 
different tasks excite them at work, but 11 and 15 percent strongly disagrees and disagree 
with the statement. This goes in hand with the question of whether respondents are 
excited to be engaged in new challenges. Again, a few of them are not happy but the 
majority of them do want to experience new tasks at work. This limits the chances of 
being bored at work because of doing the same task.  
 
 
Figure 4.6.9 Results for EMP9: 15 percent strongly disagree and 15 percent disagree that 
the program values their ideas with 33 percent neutral and 26 strongly confident that the 
program values their ideas. Those not happy with the statement maybe because they 
never see their ideas being practised. 
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Part F: Cost Benefit Analysis 
Table 4.7: Response rate for Cost Benefit Analysis in percentage form 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
CBA1 0 10 43 37 10 
CBA2 3 7 20 57 13 
CBA3 0 7 13 53 27 
CBA4 3 3 10 47 37 
CBA5 3 13 17 50 17 
CBA6 7 3 17 57 17 
CBA7 3 0 27 33 37 
 
 
 
 
Figure 4.7.1 Results for CBA1: though a high percentage of respondents are not sure, 37 
and 10 percent of them agree and strongly agree respectively that the investment on the 
project has made a notable difference in their lives, with 10 percent disagreeing. If such a 
percentage of 43 percent of them is unsure, it may be because they have a different 
benefit measure to what the project is giving them. 
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Figure 4.7.2 Results for CBA2: 57 percent of respondents say that there has been a 
notable development in their community because of the program's creation of jobs, 13 
percent strongly agree and 20 percent not sure. The project seems to be making a 
difference to the community where it operates.  
 
 
Figure 4.7.3 Results for CBA3: a good 53 percent of respondents feel the program is 
sustainable in its creation of jobs, 27 percent agreeing with that statement strongly and 13 
percent neutral. A notable percentage of respondents feel the program is sustainable in its 
creation of jobs. 
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Figure 4.7.4 Results for CBA4: 47 and 37 percent of respondents respectively agree and 
strongly agree that the program contributes enough in the development of skills, 10 
percent of them neutral. The high percentage of respondents is comfortable with what the 
program does to enhance skills. 
  
 
Figure 4.7.5 Results for CBA5: 50 percent of respondents say the program has made a 
difference in the social life style of its community, 17 percent not sure and 17 percent 
definitely sure. One of the objectives of the program is to address the social issues of 
workers using socially skilled and trained individuals to do that. Those that agree seem to 
appreciate that aspect of the project. 
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Figure 4.7.6 Results for CBA6: 57 percent agree, 17 percent strongly agree and 17 
percent neutral on the fact that the program has made the community to contribute to the 
economic development of the country, with 7 percent disagreeing with the statement. 
This is good in a country that is faced with so much poverty and inequality. 
 
 
Figure 4.7.7 Results for CBA7: 33 and 37 percent of respondents feel that wwhat they 
achieved from the program makes the investment worthwhile, with 27 percent neutral. 
The response rate shows that the program is in a right track as far as making a difference 
is the lives of people is concerned. 
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Part G: Core Teams 
Table 4.8: Response rate for Core Teams in percentage form. 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
CTS1 4 4 14 32 46 
CTS2 0 0 0 54 46 
CTS3 0 0 11 50 39 
CTS4 0 4 7 46 43 
CTS5 0 0 11 46 43 
CTS6 0 0 7 36 57 
CTS7 0 4 0 43 54 
CTS8 0 4 11 54 32 
 
 
Figure 4.8.1 Results for CTS1: 32 and 36 percent respectively agree and strongly agree 
that their manager is a team player, with 14 percent neutral.  
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Figure 4.8.2 Results for CTS2: 54 and 46 percent respectively agree and strongly agree 
that their manager encourages teamwork to enhance performance. This means 
respondents feel the management invests a lot in teamwork to achieve successful results. 
 
 
Figure 4.8.3 Results for CTS3: 50 and 39 percent respectively believe that the project has 
clear goals on how teams should perform, 11 percent of the respondents neutral. 
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Figure 4.8.4 Results for CTS4: 46 and 43 percent of respondents agree and strongly agree 
respectively that their manager recognizes good performance. 
 
Figure 4.8.5 Results for CTS5: 46 and 43 percent of respondents agree and strongly agree 
respectively that they participate in team meetings to improve their level of production, 
with 11 percent neutral.  
 
 
Figure 4.8.6 Results for CTS6: 36 and 57 percent of respondents agree and strongly agree 
respectively that they work in a positive team environment, with 7 percent not sure. This 
means there is some level of trust among the team members. 
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Figure 4.8.7 Results for CTS7: most respondents agree and strongly agree that they are 
team players, with just 4 percent disagreeing with the statement. Besides the manager 
being a team player, individuals also play a pivotal role in the team to work for the same 
goal. 
 
 
Figure 4.8.8 Results for CTS8: 54 and 32 percent of the respondents say teams are 
recognized as the building blocks of the organization, with 4 percent not in the same page 
with the others. 
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Part H: Continuous Improvement 
Table 4.9: Response rate for Continuous Improvement in percentage form. 
 
Variable Strongly  
Disagree 
Disagree Neutral Agree Strongly 
Agree 
COI1 0 0 8 25 67 
COI2 0 0 0 50 50 
COI3 0 0 8 25 67 
COI4 0 0 0 8 92 
COI5 0 0 8 33 58 
COI6 0 0 17 17 67 
COI7 0 0 8 17 75 
 
 
Figure 4.9.1 Results for COI1: most respondents, with 25 percent agreeing and 67 percent 
strongly agreeing that they find it easy to conform to new standards and procedures, with 
8 percent neutral. This means respondents value quality.  
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Figure 4.9.2 Results for COI2: all respondents equally agree and strongly agree that they 
have an attitude of doing it right the first time. If everybody in the project would adopt 
this attitude, the waste of redoing will be definitely eliminated. 
 
 
Figure 4.9.3 Results for COI3: most respondents with 25 percent agreeing and 67 percent 
strongly agreeing that their manager initiates continuous improvement programs at work, 
with a mere 8 percent neutral. 
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Figure 4.9.4 Results for COI4: all respondents say work is evenly distributed among all 
team members. 
 
Figure 4.9.5 Results for COI5: most respondents with 33 percent agreeing and 58 percent 
strongly agreeing that improvement ideas in their teams are well received, with 8 percent 
neutral. 
 
 
Figure 4.9.6 Results for COI6: most respondents are sure that the introduction of new 
systems has improved quality with 67 percent strongly agreeing and 17 percent neutral. 
 
0% 
20% 
40% 
60% 
80% 
Strongly 
Disagree 
Disagree Neutral Agree Strongly Agree 
Improvement ideas in my team are well received 
COI5 
0% 
10% 
20% 
30% 
40% 
50% 
60% 
70% 
Strongly 
Disagree 
Disagree Neutral Agree Strongly Agree 
Introduction of new systems has improved quality 
COI6 
  
 
 
105 
 
Figure 4.9.7 Results for COI7: most respondents with a strongly agree figure of 75 
percent say they strive to adhere to the new proposed ways of improving quality. 8 
percent is neutral. 
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Section B: Biographical information 
The biographical information was analysed according to gender, experience, age group, 
highest educational qualification. 
 
Table 4.10: Overall biographical response 
      
Gender 
No of 
responses Percentage 
Male 87 59% 
Female 60 41% 
Total 147 100% 
      
Experience 
No of 
responses Percentage 
<2 47 32% 
2 to 5 56 37% 
5 to 8 22 15% 
8+ 24 16% 
Total 147 100% 
      
Age group 
No of 
responses Percentage 
20 to 29 44 30% 
30 to 39 54 37% 
40 to 49 36 24% 
50 to 59 10 7% 
60+ 3 2% 
Total 147 100% 
      
Highest educational Qualification 
No of 
responses Percentage 
Degree+ 9 6% 
Degree 9 6% 
Diploma 23 15% 
Matric 43 28% 
<Matric 66 45% 
Total 147 100% 
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Chart 4.9: Number of respondent according to gender. 
 
The males have dominated the response percentage. The program is designed in such a 
way that about sixty percent of women benefit from it but because of the kind of job that 
is done and the fact that at times the workers need to camp away, it is difficult to have as 
many women as the program prefers. This is a true reflection of what is really happening 
on the ground even though it contradicts with the standards of the program. 
 
Chart 4.10: Number of respondent according to age group. 
 
The youth are the key in the success of the project and even though the response rate does 
not show a huge percentage on the number of young people benefiting from the project, 
they still have a fair amount of percentage representative.  
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Chart 4.11: Number of respondent according to highest educational qualification. 
 
 
As the project is designed to create jobs, develop and sustain communities, there are a 
small number of those that have had an opportunity to educationally develop themselves 
because of poverty. To alleviate poverty, this project has been introduced to at least 
besides employment up skill those who could not educate themselves.  
 
Chart 4.12: Number of respondent according to years of experience. 
 
Staff turnover is one of the major setbacks of the project. Even though it is of great 
importance to up skill the person so that he/she can be competitive in the next job, this 
gives the project a challenge of continually having to train new personnel. 
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4.4 Conclusion 
The study aims at testing what factors or variables that directly impact the Project 
Management process and the variables that have been tested in the study are Continuous 
Improvement, Cost Benefit Analysis, Core Teams, Empowerment, Processes, Effective 
Communication and Resistance to Change. 
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Chapter 5 
SUMMARY OF THE ANALYSIS, CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction 
The research aims to address the primary and the secondary objectives. This chapter goes 
back to the primary objective and draws certain conclusions that have been derived from 
the survey results. Based on what will be concluded, recommendations will be made. 
5.2 Objective and overview of the study 
The objective of the study was achieving more cost-effective implementation of an 
Eastern Cape Thicket Rehabilitation Project. To achieve this, literature review was 
conducted to investigate the best management practices that are there to increase the 
success rate of the project. 
5.3 Overview of literature 
The approach was to look at project management and come up with the best tools to 
manage projects. Some of the noted key issues in project management are to work what 
was planned and the planned work worked. To achieve this, literature suggests that there 
is a need for a clearly defined project objective, the need to divide and sub divide the 
scope into packages, the need to define specific activities for each work package and the 
graphical portrayment of activities on a network diagram. For project management to be 
successful there is a need for the following to be properly followed. 
 Initiation 
 Planning 
 Execution 
 Monitoring 
 Controlling 
 Closing of the project 
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5.4 Effective Communication 
Figures 4.2.1 and 4.2.2 show that there is a positive link between the management and the 
contractors that do the actual job on the ground. This means if anything new gets 
implemented or something gets changed, they would know prior to them having to 
implement it. If communication is regular between teams and the management, better 
quality and better results will be achieved and the customer will be happy. Michalski 
(2000) says an effective communication plan not only spells out expectations of the 
project, but it also helps prevent delays stemming from protracted negotiating over 
unexpected contingencies. Expectations change and every change needs to be well 
communicated.  
 
Figures 4.2.3 and 4.2.4 show that with the exception of a few, there is a working together 
as a team attitude as far as knowledge sharing and trust is concerned. Anantatmula (2010) 
says trust among project team members to work cohesively would lead to knowledge 
sharing and collaboration.  
Figures 4.2.5 and 4.2.6 somehow show another positive relationship between the 
management and the teams.  The respondents feel that to a certain extent the management 
does give them feedback. When people are positive that what they are doing is in line 
with the expectations of the organization, they get motivated. 
Figure 4.2.8 shows that when there is a working together as a team attitude amongst 
people, the whole objective of the project, which is to restore as many hectares of 
degraded thicket and get as many person days as the project can, will actually reduce the 
cost per hectare and the cost per person day. If teams are concerned about how the others 
are doing, they will be able to offer advice when a new team comes on board or when one 
team does not perform well. This means workers have the whole project objective in 
mind. 
Figures 4.2.9 and 4.2.11 show that people will also be able to approach anybody when 
misunderstanding occurs. They are aware of what they will get in return. A culture of 
transparency does create a spirit of commitment to workers.       
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The conclusion is that there is a need to improve communication of individual 
responsibilities in the project. Literature says the roles and responsibilities of the project 
team members must be clearly explained. The project sometimes experiences a rise in the 
staff turnover, something that causes new employees to be introduced from time to time. 
To keep up with the explanation of responsibilities every time when new employees 
come on board becomes a tedious job to do, taking into consideration the number of 
people per team. This study though, has shown that if the project does not comply with 
that, its success rate could be compromised. 
5.5 Project Management 
One of the important factors that enhance performance is a feeling of belonging to an 
organization. When people feel that they belong to an organization, they normally give 
more. When respondents feel there is a potential for them to grow, as the project 
management capabilities exist in the organization, obviously they will be motivated to 
perform better. Figure 4.3.3 shows that the respondents have a clear understanding of 
project management. This would imply some education background from them except the 
experience of having done or doing it. This is aligned to figure 4.3.6 where learning and 
development has been one of the major assets the organization has invested in to enhance 
individual performance. 
Figures 4.3.5 and 4.3.4 had very positive responses. The respondents say they know what 
is expected of them, and if that is the case, it becomes easy for their performance to be 
measured as there will be no excuses and shifting of blames. Nwachukwu, Ibeawuchi and 
Okoli (2010) say that as much as possible, project objectives should be clearly spelt out, 
clear objectives create the conditions for the attainment of good results, and project 
requirements should be clearly defined in terms of resources, time scales, technical 
approach and the required technology. 
There is a positive response for figure 4.3.8. Odedairo, Oke and Oyalowo (2011) says 
project management also involves managing and directing time, material, personnel, and 
costs to complete a particular project in an orderly, economical manner, and to meet 
established objectives in time and technical results. The question specifically wanted to 
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know how often the respondents finish on time, hence the word always. If finishing on 
time is really mastered in the project, there is a huge potential for the project to continue 
getting funded and reach more people who do not benefit currently. 
 
The conclusion is that with project management being a key in the implementation 
process, more learning and development of project managers is a need. Some have 
specified that it is through experience only that they manage to implement their projects, 
but through more learning more competitiveness becomes evitable. For project managers 
to be competitive there is a vital need to combine experience with education background, 
with a qualification and the formal project management qualifications. With this, a broad 
mind will yield cost effective thinking, and therefore cost effective implementation.  
5.6 Resistance to change 
Figure 4.4.1 and 4.4.2 show that the respondents are not comfortable with change. They 
get so comfortable with what they are doing such that having to change it bears problems. 
Smollan (2011) says resistance to change is contrary to organizational interests, 
destructive and selfish behaviour that involves refusal, supervision or sabotage. This calls 
for more learning sessions on the project objectives and more training to align them with 
the change. 
Figure 4.4.3 means that employees do not really have the confidence on what the other 
employees say. This can be caused by a lack of trusting one another’s abilities. Figure 
4.4.4 and 4.4.5 both have positive responses. This contradicts figures 4.4.1 and 4.4.2 
because if employees tend to retain their ranks when change occurs and are prepared to 
adapt to new working conditions, they should not fear change. If figure 4.4.4 and 4.4.5 is 
a true reflection of what really happens, then innovation ideas can be easily implemented 
to better and effectively manage the project 
 
Figure 4.4.6 implies that when change is implemented, more learning needs to be given 
to employees. The system that works for them is what they adopted from the project, 
being comfortable with it does not always serve the project’s goals. On the same point, 
the response for figure 4.4.7 is a huge advantage for the project. With the exception of a 
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few that are neutral, 50 percent of the respondents support innovations. Graham and 
Englund (2004) say an initiative team can outlast the change initiators and help stabilize 
the adoption of the innovation throughout the organization. If figure 4.4.9 is true as far as 
the response is concerned, then they should not resist the implementation of new 
strategies. 
 
The conclusion is that the project needs to quickly address the issue of employees fearing 
change. It has been discussed that for any organization to stay in business, it need to 
follow the direction of the market, something that definitely means changing the way of 
doing things in some occasions. The approach should be the introduction of better 
communication channels that will make employees understand the benefits for change. 
One of the channels is to make employees competitive by introducing them in more 
training and development causes and workshops. This could easily make them realize 
that change is for the benefit of them and the project. 
5.7 Processes  
 Figure 4.5.1 shows that the respondents feel there is high duplication of work in the 
project. This is a point of concern. When work gets duplicated, waste is implied. Figure 
4.5.2 shows a few reasons to panic and can be a result of the previous question. When 
there is no free flow of information, normally work will be duplicated. Figure 4.5.3 
shows a positive response rate on the ability of the project managing and coordinating 
projects with the other departments. This means the project is able to build relationships 
with the other stakeholders to achieve the same objective. 
Figure 4.5.4 has a response rate that shows that respondents feel the project has policies 
in place to properly run the project. This agrees with the response rate of figure 4.5.5. 
There is a fair response to both figures 4.5.6 and 4.5.7. Respondents seem to feel that the 
project achieves its objectives with notable and identifiable results. One of the causes of 
this is the strategy the project uses to effectively implement the project. 
 
The conclusion is that there is a notable concern of the amount of duplication of work in 
the project. If work is duplicated, a lot of waste becomes evitable. The project needs to 
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quickly streamline its activities to quicken its processes. To do this, a renewal of 
individual roles is vital. If on the line every person does exactly what is expected of them, 
no more waste in time and resources will be observed. All employees who struggle to 
perform in their lines of duty should be trained.  
5.8 Empowerment 
Smith (1997) says the main thrust of empowerment is through having greater autonomy 
over how jobs are done, carrying with it immense potential for improving productivity. 
Figure 4.6.1 shows a good response rate on the commitment of workers to perform their 
duties. These are the people that have been trained to perform special duties. This is a 
good sign of the training invested in them. With the exception of a few, figures 4.6.2 and 
4.6.3 show a fair response rate on empowered employees. The conditions of service are 
that people must be trained and developed prior to doing the actual work. The aim is to 
up skill them and make them competitive in the business sector.  Pastor (1996) says that 
empowerment can be personal where individuals are responsible for doing for themselves 
in order to feel empowered in their lives regardless of circumstances, and also has to do 
with the way in which people work with others to nurture their sense of self-esteem, 
autonomy and growth. 
 The high percentage of figure 4.6.3 means that the objective is slowly getting achieved. 
If employees feel there is something in it for them, they normally give more. More 
respondents agree with figure 4.6.5 with 44 percent of them strongly agreeing that the 
organization invests in training and developing employees. People who do a job 
uninterestedly and work merely out of financial necessity are not empowered because 
they lack the motivation and may therefore, be pernicious to the whole system. For this 
reason, organizations must plan, motivate and empower their personnel if they want to 
succeed in a competitive market (Ardahaey and Nabilou, 2012). 
The benefit for that is the comfortability the respondents show in figure 4.6.4 where they 
are happy to be engaged in new challenges. Figures 4.6.6 and 4.6.7 have almost the same 
pattern. The respondents feel that the project does invest in learning and development, a 
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key to yield the best results. This is also what figure 4.6.8. Figure 4.6.9 shows that 
respondents do not think they are given an opportunity to come up with their own ideas. 
The conclusion is that the project needs to consider testing its abilities to empower its 
people by giving them an opportunity to voice out their ideas of better ways of 
implementing. If empowering individuals is one of the aims of the project, how does it 
measure if they are empowered if that is not tested? The more they only implement what 
they are instructed, the more the project will be in the dark in knowing if they are really 
empowered. Not that their ideas will be implemented, but they can be tested in small 
scales to see if they yield anything that speaks to the aims of the project. 
5.9 Cost Benefit Analysis 
Individually, figure 4.7.1 shows a few respondents that are unsure of the contribution the 
project has actually made in their lives. The question addresses not just the financial 
benefits but also if the individual development opportunity has made a difference notable 
difference in the individual’s thinking. Figure 4.7.2 though shows that the respondents 
see the project having made a contribution in the community caused by the creation of 
jobs. Figure 4.7.3 shows that the respondents feel that the project will be able to keep 
going and create more jobs. This means that they believe there is future in the project, 
something that can make them commit more. They also feel positive that it is making a 
contribution in the development of knowledge and skills. 
 
In the process of contributing to skills, the program has an obligation to address the social 
aspects of the people that work on it. O’Brien (2010) says the interpretation and the 
meaning of CBA assessment is connected to its social benefit.  The respondents have a 
positive response in that, meaning the social aspect of the project is making a difference 
in their lives. Figure 4.7.6 shows that if communities get developed and jobs get created 
for them, the whole economic development of the country also benefits. With the 
exception of a few that are neutral, most respondents believe the investment in this 
project has been worthwhile. 
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The conclusion is that the project needs to really look at reducing the costs of 
implementing so as to secure more funding for more communities to benefit. The study 
has to a certain extent shown that there is a return in investment as far as costs to benefits 
are concerned. The continuation of the project becomes immensely important, but the key 
is implementing in lower costs. The mechanization of teams has contributed in reducing 
costs but more avenues need to be looked at.    
5.10 Core Teams 
Rom-Ganzalez and Gamero (2012) say that one of the underlying ideas supporting a 
strategy of teams is the belief that teams composed of members with distinct but 
complementary skills, knowledge and aptitudes are better equipped to deal with the 
complex problems which organizations have to cope. One of the most important 
characteristics of teams is the atmosphere they work under; the team member’s shared 
insights of their team. Team climate is related to team performance.   
With the organization investing in teams to implement the project, the respondents also 
feel that teamwork is one of the key areas the management regards as building blocks to 
run the project as figures 4.8.1 and 4.8.2 show.  Figure 4.8.5 also shows a high response 
rate on the participation of the respondents in team meetings. This creates a positive team 
environment, as figure 4.8.6 shows. 
 
The conclusion is that the project needs to hugely support the spirit of team work. When 
there is a positive team environment amongst the teams, more can be achieved. This can 
be yielded by giving them more freedom and independence as long as they still stick to 
standards. If they are given a chance to implement some of their views, they will feel they 
are the assets of the project and that will make them give more. 
5.11 Continuous Improvement   
With all the variables being addressed, continuous improvement is one of the most 
important variables the project needs to adhere to in order to be sustainable. Munro-Faure 
L and Munro-Faure M (1992) believe that the benefit of continuous improvement is on 
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mastered customer satisfaction, elimination of errors and waste, reduced operation costs, 
increased motivation and commitment of employees, increased profitability and 
competitiveness and the project survival. This means an attitude of conforming to quality 
standards is the key for the project.  
 
Considering the other groups of respondents that had issues of changing the system that 
works for them, the statement for figure 4.9.1 wanted to know if the respondents are keen 
to implement the new standards set by the project and the response is positive. Figure 
4.9.2 and 4.9.3 show no respondent who is against doing it right the first time and have 
the management having quality programs to keep up with quality. This does not mean 
everything is according to the quality standards but the attitude of sticking to quality is 
the key for the project. All respondents in figure 4.9.4 are happy with the distribution of 
work and figures 4.9.5 and 4.9.6 show that respondents are keen on the quality 
improvement ideas and in figure 4.9.7 they see that those ideas have improved quality.     
 
The conclusion is that, even though responses gave positive results on how the 
respondents value continuous improvement, it must remain a very important factor. 
Continuous improvement speaks to a happy customer, and in this case if the customer is 
happy, more funding will be available. 
5.12 Summary analysis of the Empirical Results 
The results of the survey showed some opportunities for project management to continue 
to be used in the project. Some of these are the fact that project management capabilities 
exist in the project management level of the project, performance measurement systems 
are explained at the individual, project and organizational level to evaluate project 
success, there are clearly defined objectives to implement and there has been enough 
learning and development to effectively implement the project.  
 
Again, communication is the key when new strategies need to be implemented. If 
employees are only instructed to implement new strategies, they easily feel the project is 
only about achieving its priorities, not about them. To achieve this, there is a need to 
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engage them in a more regular basis. If they are well empowered, the engagement could 
lead in them contributing by suggesting better ways to implement. People sometimes 
want to feel engaged and their views considered for them to be able to give their best. 
Their engagement could lead in them owning the project, a key for its success. 
5.13 Recommendations for future Research 
Most of the researched material in projects addresses the construction industry, very less 
is general about the projects. With most industries investing in projects for business 
success, there is a need to look at projects on general view, not specifically for each 
industry that follows the route of projects. The study addressed a specific project in the 
private sector, interesting would be the results if the same study could be done in the 
public sector. Also, a bigger sample could be used to find out how it would influence the 
results, including other employee groups. 
 
One of the variables that produced variable results has been resistance to change. As has 
been specified by the author in the study, for companies or industries to stay in business 
the only key is to follow the direction of the market. Failure to do so could easily take a 
particular business completely out of the market. Following the market also means 
changing the way of doing things. If employees do not want to implement change, that 
could compromise the plans and the targets of the business. More research needs to be 
done on how to address the problem of employees resisting change. 
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ANNEXURE A: The Questionnaire Covering letter 
 
Dear Respondent  
I am studying towards my MBA (Masters in Business Administration) degree at the Nelson 
Mandela Metropolitan University Business School.  I am conducting research on achieving more 
cost-effective implementation of an Eastern Cape Thicket Rehabilitation Project. 
 
You are part of my selected sample of respondents whose views I seek on the above-mentioned 
matter.  I would therefore appreciate it if you could answer a few questions. It should not take 
more than twenty minutes of your time and I want to thank you in advance for your co-operation. 
 
There are no correct or incorrect answers. Please answer the questions as accurately as possible. 
For each statement, tick the number which best describes your experience or perception.  For 
example, if you strongly agree with the statement, tick the number 5.  If you strongly disagree 
with the statement, tick the number 1.  Tick only one answer for each statement and answer 
all questions please.  Please note also that the word “firm” refers to the public institution 
you work for. 
 
Thank you very much.  
 
Samora Gusha 
 
To verify the authenticity of the study, please contact Prof J.J. Pieterse at 041-5043736. 
 
 
 
 
 
 
 
 
  
  
 
 
127 
Project Management 
Statement 
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Project management capabilities exist at the project 
management level in the organization. 
1 2 3 4 5 
Project management requires the employment of 
management processes from project management, 
system development, supplier management and 
business planning to be successful. 
1 2 3 4 5 
Organizational arrangements at the project team 
level are a key for project success. 
1 2 3 4 5 
Performance measurement systems are explained at 
the individual, project and organizational level to 
evaluate project success. 
1 2 3 4 5 
I have clearly defined objectives to implement. 1 2 3 4 5 
I have been given enough learning and 
development to effectively implement my project. 
1 2 3 4 5 
I am a team player. 1 2 3 4 5 
I always finish the project on a given time frame. 1 2 3 4 5 
 
 
  
  
 
 
128 
Effective Communication 
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Project goals and outcomes are defined prior to 
execution to avoid unnecessary failures. 
1 2 3 4 5 
The management communicates with us regularly. 1 2 3 4 5 
There is knowledge sharing among the team 
members. 
1 2 3 4 5 
There is trust among team members. 1 2 3 4 5 
I am committed to my job. 1 2 3 4 5 
My manager communicates our responsibilities. 1 2 3 4 5 
There is interest of how the other teams are 
performing in the project. 
1 2 3 4 5 
I know who to contact when I need information. 1 2 3 4 5 
Roles and responsibilities are clearly defined in the 
project. 
1 2 3 4 5 
The project has a culture of transparency and 
openness. 
1 2 3 4 5 
  
  
 
 
129 
 
Core Teams 
Statement 
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My manager is a team player. 1 2 3 4 5 
My manager encourages teamwork to enhance 
performance. 
1 2 3 4 5 
There are clear goals on how teams should perform. 1 2 3 4 5 
My manager recognizes good performance. 1 2 3 4 5 
I participate in team meetings to improve our level 
of production. 
1 2 3 4 5 
I work in a positive team environment. 1 2 3 4 5 
I am a team player. 1 2 3 4 5 
Teams are recognized as the building blocks of the 
organization. 
1 2 3 4 5 
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Cost Benefit Analysis 
Statement 
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The investment on the project has made a notable 
difference in my life. 
1 2 3 4 5 
There has been a notable development in my 
community because of the program’s creation of 
jobs. 
1 2 3 4 5 
The program is sustainable in its creation of jobs. 1 2 3 4 5 
The program contributes enough in the 
development of skills. 
1 2 3 4 5 
The program has made a difference in the social 
life style of its community. 
1 2 3 4 5 
The program has made the community to contribute 
to the economic development of the country. 
1 2 3 4 5 
What I achieved from the program makes the 
investment valuable. 
1 2 3 4 5 
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Empowerment 
Statement 
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I am strongly committed to my job. 1 2 3 4 5 
The organisation has treated me well in accordance 
with the conditions of service. 
1 2 3 4 5 
I can easily take my skills to any other organisation. 1 2 3 4 5 
I am happy to be engaged in new tasks and 
challenges. 
1 2 3 4 5 
Training and development is the key in the 
organizational structure.  
1 2 3 4 5 
I feel helped to grow more in my function. 1 2 3 4 5 
People are encouraged to improve their knowledge 
and skills at work. 
1 2 3 4 5 
Doing new different tasks every day excites me. 1 2 3 4 5 
The program values my ideas.  1  2 3 4 5 
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Resistance to Change 
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In my project, employees find it difficult to change 
their way of doing things. 
1 2 3 4 5 
In my project, employees fear change. 1 2 3 4 5 
Employees often resist the implementation of ideas 
of other employees. 
1 2 3 4 5 
In my project, employees tend to retain their ranks. 1 2 3 4 5 
I am prepared to adapt to new working conditions.  1 2 3 4 5 
Employees hate to change a system that works in 
my project. 
1 2 3 4 5 
Innovation is well supported in my project. 1 2 3 4 5 
Employees often resist the implementation of new 
strategies.  
1 2 3 4 5 
The structure of the organization is adequate for 
change. 
1 2 3 4 5 
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Processes 
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There are low levels of duplication of work. 1 2 3 4 5 
In my project, there is a free flow of information 
amongst all management levels. 
1 2 3 4 5 
My project is successful in co-ordinating projects 
with other departments.  
1 2 3 4 5 
There are clear policies that guide business 
processes in my project. 
1 2 3 4 5 
There are standard procedures that guide the 
business processes. 
1 2 3 4 5 
There is a notable difference between the input and 
the output in my project. 
1 2 3 4 5 
The project strategy makes specified objectives to 
be easily achieved.  
1 2 3 4 5 
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Continuous Improvement 
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I find it easy to conform to new standards and 
procedures. 
1 2 3 4 5 
In my project, I have an attitude of doing it right 
the first time. 
1 2 3 4 5 
My manager initiates continuous improvement 
programs at work. 
1 2 3 4 5 
In my project, work is evenly distributed among all 
team members. 
1 2 3 4 5 
Improvement ideas in my team are well received. 1 2 3 4 5 
Introduction of new systems has improved quality. 1 2 3 4 5 
I strive to adhere to the new proposed ways of 
improving quality. 
1 2 3 4 5 
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